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E Statistical Remort as of 31 December 1954 on Flow
of Avnplications :
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17 JAN 1955

RO ADUM FORs  Deputy Assistant Director for Fersonnel

SUBJECT: Prosress Kerort, 1 July - 31 December 1954
Plans Report, 1 January - 30 June 1955

CARERE SERVICE STAFF
I, PROGRESS: 1 July - 31 December 1954

1. Activation of the Staff

The Career Service Staff was activated effective 9 July 1954
and was assigned the following mission:

"Responsible for directing and coordinating the implemen-
tation of Agency policies in regard to acquiring and retsining
membership in the Career Staff; for providing administrative
and snecialized professional supvort to the Assistant
Director for Personnel in his capascity as Cheirman of the
CTA Career Council and as Chairman of the CIA Selection
Bosrd; Tor supporting the Assistant Director for Personnel
in his responsibilitv for directing the selection program
25X1 established in | | for coordinating the

determinztion of criteria for the evaluation of abilities,
capabilities and deficiencies in order to deteprmine an
individualtls suitability for selection into the Career Stsff;
and for providing administrative support to the CIA Honor
Averds Board end such other Agency-wide boards and panels

as are constituted under the aegis of the CIA Career Council,
The Chief, Career Service Staif, will concurrently serve as
iixecutive Director of the CIA Selection Bosrd,"

2. T/O, Persommel, Facilities

he Table of Organizeation consisting of nine vositions, eignt
of which were additional to the Office of Fersonnel ceiling, was approved
on 3 August, The T/O is composed of six professional positions (GS 15,
13, 12, 11, 9, 7) and three clerical positions (GS 6, 5, 5). Steffing
was finally completed by the end of Sevtember and the T/O hes been

maintained at full strength since that time, During the six months of
its existence the Staff has lost two members, the Deputy Chief
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by reassignment and one professionzl member by resignation, Both
were replaced by reassignment, Spsce was 21llocated, new ouavtefs and
partitioning constructed from unoccupied open areas, and lurnlsnlngs
and eouloment were obtained,

3. TIhe Carcer Service Conference

)

The creation of the Career Staff on 1 July 1954 (Regulation
| introduced a new and basic concept in the long rarge versonnel
administration of CIA, Whereas there had been various personnel pro-
grams in the Agency heretofore, notsble among vhich was the Career
Service Program thst had been in effect since 13 June 1952, there
had never before been a service to which an individuzl could belong,
The Cereer Staff within CIA could be likened, roughly, to the Fereign
Service within the Department of State, In order that this ma jor

. change in the Agency'would be thoroughly understood and that the policies

and principles be disseminated as rapidly throughout the AﬂenCJ as
possible, the Career Service Conference, presided over by the 4ssistant
Director for rersonnel, was held on 3 Auzust in the Depertment of Agri-
culture Auditorium, The Director of Centrsl. Intelligence and the Deputy
Director of Centr:l Intelligence addressed the Conference as did alSO
each of the seven members of the CIA Career Council, DMore thsn six
hundred officials and senior supervisors ( down to Branch Chirf level)
attended the Conference, it its conelusion, there wes a ruestion =nd
ansver period during which the Chief of the Career Staff was the
moderator, Questions concerning this new personnel concept and the
method of implementing it, received prior to and during the Conference,
numbered about 537 (see naragraph 4, below), The Career Service Staff
was responsible for all administrative and physical arrangements as well
as for pre-Conference internal publicity (see Appendix A), and the content
of the program, Five large visuzl aids were designed to elucidate the
more comolex aspects of organization and procedures (see Anpendix B),

4, Queries concerning Career Service

The large number of questions that were formulated and prooounded

- to the DCT, the DDCI and the members of the Career Council, served to

emphasize those areas and subjects with regard tc which additional ex-
planation and clarification were necessary (see Arpendix C)., Tn accordance
with a promise macde at the Conference each individual who asked a question
was to receive an individuel vritlen answer, Answers heve been prepared
by the Career Service Staff in collaboration with other elements of the
Office of Personnel, To further clarify the largest single question,

Tthe propriety of an emmloyee to apply for membership in the Career Staff
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when he or she is aware that present or future versonal circumstences
and family resvonsibilities mey limit his or her freedom to serve

in certain assignments within the Agency", Agency Notice[ ]
signed by the DCI, was nublished in October, The entire body of
queries serves as the primary scurce of materiel from which a brochure
on the Cereer Service of CIA is being prepared for distribution to
all employees, ‘ '

5, Conditions, Obligations and Assurances

The Application for FMerbership in the Career Staff is the most
important single document connected with the CTA career svstem, It is
forwarded for action to each Staff Emnloyee and Staff Azent when he
has served with CIA for three vears, This document consecuently is
emphasized in all conferences, briefings and indoctrinations on tre
Career Steff, The eleven cardinal elements which it contains are as
follows:

a, Lengthy trisl period - 3 years.

b, Membership in the Career Staff is voluntary,

¢, The Service is Azency-iride, all-inclusive; therefore,
the application is addressed to the Director,

d, Members of the Carcer Staff are carefnlly selacted,

e, lembers of the Career Staff are frained.

f, Bach merber accepts a smecizl oblisation to devote
himself to the needs of the Agency.

g, Each member acknowledges the intention to _make his
career with CTA, '

h., The Agency guarantees to each member full consideration
of his particular cavabilities, interests and personal
circumstences, ' s

1, The Agency assures to each member developnent through
iust and eguitable attention to his personal progress.

j» The Agency assures each member reassignment compatible
with hic abilities and career interests.

k., Tenure and status of 2 specielized nature are conveyed
to each member of the Cereer Staff,

The system is based uron mutual assurances, on the nert of the
Agency as well as of the individual, of good faith, intent and purpose,
rather than on specific and binding legalistic or contractual matters.
The so-c2lled "benefits", therefore, are lercely intangible and demon-
strable only over a period of time, rather than being guarantees of any
specific promotion, advancement, sssimmment or development action,
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6. Installing the svstem oversess

In order to install the system overseas as effectively and
quickly as possible, the Chief of the Career Sarvice Staff traveled
for six weeks in Europe between 25 October and 10 December, visitine

25X1

7. Activation of the CIA Selection Bosrd and the Panel of Examiners

In order lo establish a "sequence of legitimacy", it was de-
sirable to insure that all persons who passed on the candidacy of others
should themselves be members of the Career Staff, rrom a tecinical
point of view the mewbership of the DCI was approved by the CIA Cereer
Council, The DCT then, being a member of the Career Steff, amnroved
in turn the membership of the members and their deputies of the Czreer
Council, the merbers and alternates of the Selsction Bosrd, the ixecutive
Director of the Selection Boerd, the Heads of Cereer Services and their
deputies, certain persons holding supergrades and the €5 members of the
Panel of Examiners, A total of 110 persons, all of whom fulfilled all
technical requirements, thus became members of the Career Staff by
personal action of the DCI, and the machinery was established whereby
action could be taken on the membership of all other persons in the
Agency who were eligible, In connection wita this preliminery activity,
the principle wes established that’the LCI would not be asked to make
any exceptions to the three-year rule no matter what grade level or
position might be held by the supplicant.

8. Formulation of Selection Criteria and Cotegories
a. Selection criteria are based on two fundamental assumntions:

1) CIA assumes thet eacp Staff #Amployee and Steff
Agent presently on duty is a potentially suitable
menber of the Career Stafr,

2) Before granting merbership in the Carcer Stafl to

those persons whe seek it, hovever, CTA cives the

record of each candidate an abbreviated review to
insure that the previous assumption is correct,

This then means that, whereas it would apnear on the surface that the
selection process was concerned with selection IN, actuelly selection

-l
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OUT is being conducted with respect to those persons who are

determined to be unsuitable ror membership in the Career Staff,

The Selection Criteria are therefor negative and are designed to

seek out reasons why an individual should not be granted membership

in the Career Stafs, This Staff prepared the studies and executed

the staff work necessary Lo enable the CIA Selection 3osrd to dis-

charge its responsibilities in formulating the selection criteria, ,

j
|

b, The opinions of the current ilmmediate supervisor and the
Career Board concernsd are utilized by the Examining Panel and the CTA
Selection Board in arriving at a decision. There is also avatlable
pertinent information dealing with suitability for a long range career
with CIA that is furnished by the Security Ufiice, the redical Ofi'ice,
the Office of Training and the Office of Personnel, Arplicetions are
divided into three categories, as follows, based on the recommendations
of the Career Board and of the Examining Panel:

Type A Recommended for acceptance into the
Career Staff,
Iype B Recommended that action be deferred and
the reasons therefor,
Tyre C Recommended that acceptance into the Career
- Staff be denied and the reasons tlerefor,

¢, The formulation or criteria, categories and procedures for
processing applications occupied the attention of the Career Service
Staff and the CIA Selection Board wntil 19 Novenmber when they were
approved by the CIA Career Council. Thereafter, dissemination of
these decisions was made widely throuchout the Azency and applications
began to flow freely, the necessary ground rules having been established,
(See Appendix D),

9. Work load and Flow of Applications
The processing of Notices of Eligibility to persons who have
been with CIA for 3 vears is triggered by a mechine roster nrepared
from the basic IBM Date-Status card that is maintained for all Staff
Employees, By the begimming of September the Staff had individnally
addressed Notices of Eligibility to those persons who were eligible
as of 1 July 1954 and forw d them through command channels, Thase
nurbered approximately Thereafter notices have been sent promptly
25X9A2  to those who become eligibBle during each current month, As of 31 25X9A2
December a net total ofi::::]notices had been dispatched,[__ Jhad been
25X9A2 returned by Career Bozrds with appropriate recommendations, 110 (as des-
cribed in paragrarh 7, above) had been approved for herbershin in the
Career Staff and 94 more hod been reviewed by an Examining Panel for
submission to the CTA Selection Board (see Appendix E),

- -
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10, Frccessing Procedures and convenineg of the Eyvamining
Panels ' ‘

e

Aprlications are made ready for review by an Zxamining Penel
in the following manner:

a, A list of 100 cases, composed of arvlicants from arny three
Career Services, is forwarded to the Security Office, edical Office,
Office of Training and Office of Personnel, each of which is renuested
to furnish, for review by the Examinins Perel, any informstion in its
files which might hsve a bearing on the applicants' suitebility for
membership in the Career Staff, Comment on =211 types of cases (4, B
and C) is mandatory for the Security Office, Com=nt on only type C
cases is mandatory for the other three Offices,

b, Simltaneocusly the Official Fersomnel Folder of each
applicant is analyzed (see Appendix F) by two analysts of the Career
Service Staff, indevnendently, to determine if there are any clues
therein contained which should ve followed uvp by an Examining Penel
for the information of the CIA Selection soard,

¢, When the 100 cases are resdy, an Evemining Panel is convened
by the Executive Director of the CIA Selection Board, according to
regulationl The pznel normally consists of three Examiners
from the seme three Carcer Services represented by the 100 cases,
Examiner from Career Service "A" presents the point o view and prob-
lems of his Career Service while the Bxaminers from Career Services
H3" and "C" can review this more objectively from the Agency-wide stand-
voint, Tn this way the greatest possible uniformity in interpretation
of selection criteria and stendards is achieved while, =zt the seme time,
reserving the decision to the three Examiners who represent operating
chains of command, The nonel operates undier the ‘ground rules shown
in Appendix T,

de On the basis of the decision of the FPenel as to its rccommen-
dation to the CTA Selection Borrd, the Fxecutive Director of the Selection
Board, who presides as non-voting Choirman of each Examining Panel, drews
ur 2 "Tinding" which goes to the Selection Borrd for final decision at
its next meeting,

11, Other Staff Activities

In addition to serving as Executive Director of the CTA Selection
Board, the Chief of the Career Service Staff serves as dxecutive Secretary
of the CIA Career Council and Recorder of the CIA Honor Awards Boerd,
He is responsible for preparation of zgends, winutes and for the adminis-
trative and staff functions connected with the mee@ings of these bodies,

b
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a, The CTA Selection Board met four times durinz the nariod
under review, TIts activities hzve been described elsewhere,

b. The CTA Career Council met six times and, among other
matters, was concerned with the following:

1) Preparation for the Career Service Conference
of 3 August. ,

2) Program for Career Development of Junior Personnel,

3) Career Development Program.

4) Junior Officer Trainee Frogram,

5) CIA Welfare Board.

6) Executive Inventoriss.

7) Reassignment policy.

8) Clerical Career Service,

9) Career Service qualifications for External Training.

10) One-step promotion policy,

11) Selection of candidates for Armed Forces Schools
and Harvard School of Business Administration,

12) Career Staff Selection Criteria and Categories.

13) Overtime policy in senior grades.

¢. The CIA Honor Awards Bosrd met ninetéen times durines the
periocd under review, The Board received and =cted on fifteen recommen-
dations for Honor Awerds, It continued to follow up on numerous cases
previously acted upon since in most of these the medals and certificates
are still in the production stage, After more than two years attenticn
to the design and production of the Wationsl Security iiedal, the Bosrd
received delivery of the first of fifty production models, This was
delivered by the DCI to General Walter Bedell Smith who had received
the first award of the iiedal, The Board devoted - tention to
the complete revision of the present regulation d on Honor Awerds,
The Board worked on the design and production of the four new CIA Honor
Awards that had been approved by the DCT,
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II, PLANS: 1 Jenuary - 30 June 1955

1, Year-end Work Ioad of Aoplications

persons will become eligible by reason of thelr having reachsd the
three-year anniversary of their Entrance on Duty date, Liotices of
Eligibility will be sent to these persons on a monthly basis., It
appears from the foregoing that there will have been[f::;]applications
(less attrition from sevarations) thet zre the concerm of this staff
during the ensuing six months,

3, Canabilities and Ratss of Processing

The current capability of the Security Office for the review
of cases is 500 per month, and the Cereer Service Staff has been
organized on that basis, At this rate[  |cases will hsve been
processed by 30 June, leaving a balance of approximately et
to be handled, It is believed thet efficiencies in proce that
are being presently achieved will enable the back log to be worked
off by the end of the year so that action on each anplication cen
be handled on a current basis by 31 December 1955,

L4, 8taff Acent Anplications

There are a substantial number of Staff Agents who are pre-
sently eligible, During the next six months the problem of handling
with full security their membership in the Career Staff will be worked
out with operating personnel in the DD/P area, 1t is cuite obvious
that modified procedures, dictated by security considerations, will e
required, It has been thought desirable to test the orinciples and

procedures on Staff Employees before embarking on the mach more delicate

problem of Staff Agents,

-8
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5. New procedures to be devised

It is eanticipated that within the next month a procedure
for notifying a member of his acceptance, together with the effective
date, of his entrance into the Career Staff will have veen worked
out in accordance with paragraph 7a(4)(h) of Regulation
It is also anticipated thezt a procedure will be devised to carry
out the provisions of paragraph 7a(4)(d) whereby at the recuest of
the Head of a Career Service an individual's application may be cone
sidered prior to Lis departure for oversess duty if he has successfully
-comoleted two years of service,

6., Staff support to the CIA Career Counecil

It is expected that these activities will continue much
as in the past,

Chief, Career Service Staff

Approved For Release ZOOWEFIIA-RDPSO-M 826R000100020001-2
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REGULATION PERSONNEL
30 April 1954

PROMOTION

Rescissions: (1) CIA Regulation ‘ o
(2) CIA Regulation
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1. GENERAL

This Regulation states policies and procedures applicable to the promotion of
employees (staff employees and staff agents) up to and including grade GS-15.
‘It does not apply to promotions involving grades GS-16, 17 or 18, or to the promo-
tion of employees:compensated in accordance with Wage Board, CPC, or Negotiated
Wage Schedules.

2. POLICY

The promotion of Agency employees will be based on consideration of their qualifi-
cations and demonstrated abilities in relation to Agency needs. Every effort will
be made to fill newly created or vacant positions by the promotion or reassighment
of qualified Agency employees before external recruitment is undertaken.

a. Employees who have completed the minimum Agency experience requirements
specifled herein, will enter the zone of consideration for promotion and be con-
sidered for promotion at least once each year thereafter.

b. Promotions will be limited to one grade except where double-grade stages have
been established as the normal progression within the grade range GS-5
through GS-11.

3. DEFINITION

“Heads of Career Services” as used herein refers to those officials who are the
heads of organizational components having career designations as set forth in

Regulation No:|

4. RESPONSIBILITIES

a. SUPERVISORS

Supervisors at all levels are responsible for considering the promotions of em-
ployees under their jurisdiction and for making recommendations to heads
of Career Services, through normal command channels, concerning the pro-
motion of such employees, according to the provisions of this Regulation.

b. HEADS OF CAREER SERVICES

(1) Heads of Career Services are authorized to either recommend promotions
to the Assistant Director for Personnel or to disapprove such recommenda-
tions and return them to the initiating activity. When disapproved, how-
ever, a copy of the proposed promotion action will be forwarded to the
Assistant Director for Personnel for his information and retention in the
official file of the individual. Appeals from unfavorable action by the

1
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" heads of Career Services may be made by the chief of the initiating activity
to the Senior Career Service Board of the component concerned (DD/I,
DD/A, DD/P) or where no such Board exists, to the Assistant Director for
Personnel. .

(2) The head of each Career Service or his duly appointed designee is responsi-
ble for ensuring, in coordination with supervisors, that all employees under
the jurisdiction of that Career Service Board are considered for promotion
in accordance with the provisions of this Regulation.

(3) The fact that a promotion action is recommended constitutes a certification
by the head of the Career Service involved that the individual is considered
to be the best qualified of those within the zone of consideration.

c. THE ASSISTANT DIRECTOR FOR PERSONNEL

The Assistant Director for Personnel is responsible for: -’

(1) Ensuring compliance with this Regulation by continuous evaluation of the
Agency's promotion program,

(2) Assisting officials at all levels in carrying out their responsibilities in ac-
cordance with this Regulation,

(3) Reviewing all promotion requests and finally. approving those promotion a"
actions which conform to the provisions of this Regulation,

(4) Recording and disseminating the qualification requirements of all Agency
positions to be used as the basis for reviewing promotion requests.

5. PROMOTION REQUIREMENTS

a. AGENCY EXPERIENCE REQUIREMENTS

An employee will enter the zone of consideration for promotion when he has
served in his current grade for the appropriate period as indicated below.

Current Grade Months of CIA Experience
GS-1 through 6 : 6 ’
GS-7 through 11 12

GS-12 and 13 , 18

Gs-14 ' 24

‘The Office of Personnel will furnish the head of each Career Service a monthly
listing of all members of that Career Service who have entered the zone of
consideration.

b, EXISTENCE OF A SUITABLE POSITION

Formal action requesting the Assistant Director for Personnel to promote an

employee will be initiated only when a position of higher grade is avallable

through:

(1) The existence of a vacancy in an established Table of Organization (T/0)
position, . )

(2) The establishment of a new T/O position, or

(3) The reclassification of the employee’s current position in recognition of an
increase in his duties and responsibilities.

¢. QUALIFICATIONS AND DEMONSTRATED ABILITY

An employee must be fully qualified to perform the duties of the position to
which his promotion is recommended. Promotions will be based on the em-
ployee’s qualifications or demonstrated ability to perform work of a higher

grade, When an employee is being considered for promotion a position
covered by a position standard published in Handbook he qualifi- 25X1
‘cation requirements contained therein will be used evaluating
his qualifications.
2
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6. PROCEDURES

Promotion recommendations will be prepared on Standard Form 52. Re uest for
Personnel Action, in accordance with the instructions in Handbook |

Y. EXCEPTIONS

Any exceptions to the policies, requirements, or procedures in this Regulation
will be requested of the Assistant Director for Personnel in a memorandum of
justification attached to Standard Form 52, Request for Personnel Action. If the
exception involves promotion to grades GS-14 or.15, the Standard Form 52 and
the attached memorandum will be routed to the Assistant Director for Personnel
through the appropriate Deputy Director, his designee, or his Senior Career Service
Board, for endorsement. The Assistant Director for Personnel will finally approve
or disapprove recommendations for exception, subject to review only by the Direc-
tor of Central Intelligence. Exceptions will be made only when it is clearly estab-
lished that: ’

a. An employee was initially employed at a grade below that for which he was
qualified; or

b. An individual is properly qualified for promotibn based partly on his experiencé
prior to his entry on duty; or '

¢. Such exception is necessary to recognize and utilize an employee’s outstanding
ability.

FOR THE DIRECTOR OF CENTRAL INTELLIGENCE:

L. K. WHITE
Acting Deputy Director
(Administration)

DISTRIBUTION: AB

3
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THE CIA CAREER COUNCIL AND THE CAREER SERVICES

Rescissions: (1) May 1953

(2) 24 April 1853
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(4) 24 April 1953

(5) 14 July 1953

(6) 13 November 1953
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1.

GENERAL

This Regulation establishes the overall policy and the organizational structure
and responsibilities for administering the career program within the Central
Intelligence Agency.

2.

POLICY

The baslc personnel management policy of the Central Intelligence Agency con-
templates a progressive program that identifies, develops, effectively uses, and
rewards individuals who have qualifications required by the Agency; motivates
them toward rendering maximum service to the Agency; and eliminates from the
service, in an equitable manner, those who fail to perform as effective members
of the Agency, This policy will be implemented through the career program
which is applicable to all US citizens who are Staff Employees or Staff Agents of
the Agency, whether on duty in headquarters or in the field.

3.

PURPOSE

The purpose of the career program is to establish personnel management practices
which will develop people to the fullest extent to meet present and anticipated
personnel needs of the Agency and to encourage their long-term service with the
Agency.

4,
a.

ADMINISTRATION
THE ASSISTANT DIRECTOR FOR PERSONNEL

The Assistant Director for Personnel will direct the activities of the Boards
and Panels that are established at the Agency level to implement the career
program, such as the CIA Selection Board and the CIA Honor Awards Board,
and will advise and assist the Heads of Career Services in carrying out all
aspects of their responsibilities for personnel career management.

THE CIA CAREER COUNCIL
(1) Organization

Assistant Director for Personnel — Chairman
Inspector General - Member
Deputy Director (Administration) - Member
Deputy Director (Intelligence) - Member-
Deputy Director (Plans) - Member
Director of Training - Member

Assistant Director for Communications - Member

SECRET
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(2) Responsibilities

(3)

The CIA Career Council will function as an advisory group to the Director
of Central Intelligence. The Chairman will seek the opinions of the
Council on the feasibility and advisability of major or significant changes
in, or additions to, Agency personnel policy. Members of the Council will
bring to it proposals for the revision of Agency personnel policy or prob-
lems -which might affect basic personnel policy. Recommendations of the
Council will be transmitted to the Director for his consideration.

Meetings

The Council will meet at the call of the Chairman, either on his initiative
or upon the request of any member. If a member cannot be present, he
may be represented by his designated alternate.

CAREER SERVICES

Career Services as listed in Attachment A are-established within CIA under
the direction of the officials indicated. An appropriate Service Designation,
as shown, will be used to identify each Staff Employee and Staff Agent with
the Career Service to which he is assigned. )

¢8)

2)

Responsibilities of Heads of Career Services

The Heads of Career Services are responsible for monitoring the applica-

tion and functioning of the Ageéncy personnel program as it applies to the

members of their Career Service, including:

(a) Improving and strengthening personnel administration within that
Career Service;

(b) Planning the utilization and development of such individuals, in-
cluding their training, assignment, rotation, and advancement;

(¢) Reviewing fitness reports of such individuals;

(d) Planning the rotation and reassignment of such individuals so as to
enable that Career Service to meet long-range personnel requirements
through orderly processes;

(e) Reviewing requests for personnel actions to reassign, promote, demote,
or separate such individuals and recommending appropriate action to
the Assistant Director for Personnel;

(f) Reviewing proposals for the training of such individuals and recom-
mending their participation in Agency-sponsored training.

Career Boards

The Head of each Career Service will establish a Career Board and such
subordinate Panels as he may consider necessary to advise him on per-
sonnel management matters and, as he directs, to monitor the application
and functioning of the personnel program as it affects the members of
that Career Service.

(a) Organization
Each Career Board will be composed of the following officials:
(1) The Head of the Career Service ex-officio; '
(2) Three or more Staff or Division Chiefs or officials of comparable
responsihility;
(3) A Senior Personnel or Administrative Officer who will be responsi-
ble for providing technical advice and assistance to the Board.

d. ASSIGNMENT OF SERVICE DESIGNATIONS

The Assistant Director for Personnel will assign a basic Service Designation
to each Staff Employee and Staff Agent in the Agency which will identify
him with an appropriate Career Service. In so doing, the Assistant Director

Approved For Release 200SI0dRET CIA-RDP80-01826R000100020001-2
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for Personne! will give full consideration to the Head of the Career Service
involved, the individual's desires, and to his qualifications for assignment to
a particular Career Service. An individual may later hold other or additional
appropriate Service Designations.

ALLEN W. DULLES
Director of Central Intelligence

DISTRIBUTION: AB
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CAREER SERVICES and SERVICE DESIGNATIONS

Career Service

Training
Communications
Personnel

Plans

Clerical (DD/P)
Foreign Intqlligence
Psychological and Paramilitary Operations
Technical Services

Intelligence Production

Collection and Dissemination

Operations

Administration

Budget and Finance

Logistics

Medical

Security

( C

25X1

Attachment A

PERSONNEL
25 June 1954

Service
Head of Career Service Designation
Director of Training SD-TR
Assistant Director for Communications SD-CO (
Assistant Director for Personnel SD-PE
Deputy Director (Plans) SD-P
Chief of Administration, DD/P SD-PS
Chief, Foreign Intelligence Staff SD-FI
Chief, Psychological and Paramilitary Operations Staff SD-PP(PM)
Chief, Technical Services Staff SD-TS
Deputy Director (Iptelligence) SD-IP
Assistant Director for Collection and Dissemination SD-CD
Assistant Director for Operations SD-00
Deputy Director (Administration) . SD-A
Comptroller SD-BF
Chief, Logistics Office SD-LO (
Chief, Medical Staff SD-ME
Director of Security SD-SE

SECRET
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NOTTOR : PERSONNEL

1.

Program for

CAREER DEVELOPMENT OF JUNIOR PERSONNEL

GENERAL:

This Notice establishes the Program for Career Deveiopment of Junior
Personnel, as approved by the CIA Career Service Board, to the end

that there shall be continuocusly avallable & rggﬁyvoir'of indﬁxz§3§£§‘/
extenslvely and intensively acquainted with Agéncy acfivi;ies.

The Program is designed to provide for the systematic indocﬁrination
and development, through planned assignmént of at least 12 months'
duration, of those Jjunior employees who have been identified aé

possessing the capacity and potential to profit from such development.

xImpleméntation of the Progrem will be accbmplished by utilization of

Junior Officer Trainee (JOT) positions. Since only & limited number

~of these positions will be available for this purpose, relatively few

" applicants cen be chosen.

Application forms can be obtained from elther the Office of Personnel
of the Office.of Traiﬁing.

RESPONSIBILITY:

Responsibility for this Program is vested in the Assistant Director
for Personnel, the Director of Training and the Head of the Career
Service having jurisdiction over the individual under consideration
as evidenced by his career designation.

-l-
SECRET
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8.

f.
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Lo

8,

Selection of participants for the Program and review of their progress
will be made by a Committee for Career Development of Junior Personnel
composed of the Assistant m.rectoi' for Personnel, Chairman; the Director
of Training; and the Head of the appropriate Career Service,
ELIGIBILITY CRITERIA:

To be considered for entrance into the Program an individual must:

Have staff employee status,

Be between the ages of 25 and 3L, inclusive,

Occupy & position at grade GS-7 through 12, inclusive,

Have at least two years prior CIA service, preferavly three,

Hé.ve complét.ed a tralning course in basic intelligence, such as BIC,
Possess at 16ast a Bachelor's degfee or equivalent from an accredited
college or university,

Agree to serve the Agency anywhere and at anytime and for any kind of
duty as determined by the needs of the Agency, full consideration being

 given to parbic\ilar capabilities, interests and personal circumstances,

PROCEDURE :

Application and Nomination _

(1) Heads of Career Services shall nominate especially qualified indi-
viduals for the Program by requesting them to submit applications,
In addition ,' any.sta.ff employee who meets the eligiﬁilityv criteria

may initiate an application for entrance in the Program,

- 2 -
SECRET
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(2) Each applicant will prepare a proposed Career Development Flan as

(3)

an integral part of his application. In appropriate cases, the
individual's immediate supervisor will actively asslst in the
preparation of the plan, This plan does not need prior concurrence
of those offices in which it is expected the individmal will be
detailed during his participation in the Program although prior
coordination would be helpful, The Committee for Career Development
of Junior Personnel will be responsible for obtaining the necessaﬁ
concurrences,
Each application will be forwarded through official channels to
the Head of the appropriate Career Service who will append his
comments and recommendations to the application. If the applicant
is officially assigned to one operating office and has a career
designation in snother, the appropriate Operating Official (the
Assistant Directors of the Office of the Deputy Director (Intelligence),
the Chiefs of Administrative Offices of the Office of the Deputy
Director (Administration), fhe Chiefs of Senior Staffs and Area
Divisions of the Office of the Deputy Director (Plans), the Director
of Training, the Assistant Director for Communications and the
Assistant Director for Persornel) or his designee will also append
his comments and recommendations.

-3 -
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(L) The application will be forwarded by the Head of the Career
Service concerned to the Assistant Director for Persommel whether
the comments and recommendations are affirmative or negative,
b, Selection and review -
(1) The Committee will select participants from smong those whose
applications are recelved by the Assistant Director for Persomnel.
(2) The Committee will make its review and base its selection on the -
applicant!s over-all suitability for the program as determined
by the following:
(a) Possession of basic eligibility qualifications,
(b) Evaluation of data in applicant's official personnel folder, .
which must contain a current evaluation,
(c) Personal interview by the Committee which will include a
discussion of the applicant's proposed Career Development
Plan,
(d) Training evaluations.
(e) Assessment by the Assessment & Evaluation Staff of the Office
of Training when requested by the Committee, -’
(£) Any special reports which the Comuittee may request from the
Director of Security or Chief, Medical Staff,
¢, Administration
(1) After selection, the individual will transfer without change of

career designation to a JOT slot within the present ceiling of the

-l - |
SECRET R
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(2)

(3)

Office of Trelning and will remain‘under the administration of

the Office of Training while participating in the Program.

The Assistant Director for Personnel and the Heed of the Career
Service concerned will be kept informed at a&ll times, by the
Director of Training, of the individual's development, progress
and plenned assignments.

At the conclusion of the period éf specialized development, the
next assignment of the individual will be considered by the
Committee for Career Development of Junior Personnel, consisting
of the Assistant Director for Personnel, Chairman; the Director

of Training; and the Head of the Career Service having Jjurisdiction
over the individual as evidenced by his career designation. Perti-
cipation in the progrem will represent no assurance to the individusl

of eventual advancement, or assigmment to any particular position.

FOR THE DIREC_TOR OF CENTRAL INTELLIGENCE:

L. K. WHITE
Deputy Director
(Administration)

DISTRIBUTION: AB
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‘ PROGRAM FOR CAREER DEVELOPMENT OF JUNIOR PERSONNEL

R .INSTRUCTIONS: This form, together with the attached qualifications questionnaire and your gareer development
‘..’plan, constitutes your application for participation in theprogram for career development of junior personael,
(Reference - | | The form with attachments will be completed in triplicate and forwarded through
255)( channels to the Assistant Director for Personnel who will acknowledge its receipt. The career development plan
should be detailed but concise. Proposals concerning type of assignment, geographical area of interest, assign-
ment location or station, language study, specific training, and the approximate time considered necessary to
carry out each phase of the plan are suggested for inclusion.

1. NAME (Last) (First) (Middle) 2. GRADE 3. CAREER DESIGNATION 4. AGENCY SERV. .

YRS MQOS

5. ORGAN!ZATIONAL UNIT 6.. ADDRESS (Building and Room No.)| 7. TELEPHONE EXT.

8. OBJECTIVES (In view of your total experience, education, and personal desires, state the advantages to the
Agency and yourself which will be achieved by carrying out your career development plan)

8. HAVE YOU MADE FORMAL APPLICATION FOR MEMBERSHIP IN THE CAREER STAFF? f YES [ Jnwo

10. THIS DATE Approved For|Reled§¥ 2603104/ ' CIA-RDP80-01826R000100020001-2

FORM NC. 37.502 (4)




12. COMMENTS BY SUPERVISOR (Include tentative avai1abi1/j{$ date, if ¢i5§ucab1e

Approved For Releas /04, 0-0182’6R000100020001-2

DATE S1GNATURE OF SUPERVISOR

13. COMMENTS BY HEAD OF OPERATING COMPONENT:

DATE SIGNATURE OF OPERATING COMPONENT HEAD

14. COMMENTS BY HEAD OF CAREER SERVICE (If other than 13 above):

DATE SIGNATURE OF CAREER SERVICE HEAD

15. FOR USE ONLY BY THE COMMITTEE FOR CAREER DEVELOPMENT OF JUN!OR PERSONNEL

‘; - Approved For Release 2003/04/17 : CIA-RDP80-01826R000100020001-2
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Government Employess Health Association, Inc,
GEHA
NEW Group LIFE Insurance
and

NEW Group HEALTH Insurance

Through the administrative mechanism of the Government Employees
Health Association, Inc., a completely self-contained CIA associateon,
the Agency has arranged for two new employee benefit plans in the fields
of life and of health insurance. The former provides to employees life
inaurance coverage, with optional double indemnity feature, and with
virtually no exclusions. The latter provides to both the employee and
to his dependents benefits to protect them against hospitalization and
surglcal costs, '

Both plans are employee participation group plans, making available
to the employee thereby lower premium rates than could be obtained in
the open market, Both plans embody new features that are not contained
in our presently available insurance plans, They are based on completely
gsecure proocdures and they ave, it is velieved, superior to any olan
available to other Govermnent emloyces at the sresent tling,

The new Calld group life insurance nlan is pat to e confused rith
the Covorment insurance olan sponsored by the Administration and now
ueing considered Ly the Consresse it Labelieved, however, that should
the Conress enact insuranca le;islation, eny suapleniental benerits
auchorized nay be added %o owe GIHA olans if security &gpects can be
satiaficd,

Tnoloyee eligiblility under the two new GEIA plans is for the nresent
extended Lo - but also confined 4o - Sball Grployees and Stals Azents
anc. o milltary and civiliai personncl Cebailod to CIA,
An unclassilied “rochure exnlainin: the srincipal features of sach
plan will De D ssured on 3 fusust o all nersons pertieinating in the
Carcer Scrvice Cenlorenco anc inucdiately thorealtor to all other employoes,
Bach sucervisor is asked to "mke certain that this important informabicn
reaches the hands o sach employee “rithin his Jurisdistion,

CLA TIZERIAL USd OULy
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PERSONNEL
(OVERSEAS TOURS OF DUTY)
SECTION II. REASSIGNMENT FOLLOWING COMPLETION OF CVERSEAS
TOUR OF DUTY
CONTENTS
1. Poliey 3. Procedures

2. Responsibilities

l. POLICY
A8 a means of insuring continuous effective utilization and development of
each employee, the Agency will plan the next assignment of each employee
who is serving at a foreign field station in advance of the anticipated ex-
piration date of his current tour of duty. This planning will take into
consideration thé expressed preferences of the individual and the recuire-
ments of the Agency, and, if possible, will be completed prior to his taking
leave between assignments, If personal consultation at headquarters is not
required, every effort will be made to advise the employee of planning for
his next assignment prior to his departure from the station.
2.  RESPCNSIBLLITIES
a, Heads of Career Services
Heads of Career Services are responsible for planning the reassignment
of employees in advance of the anticipated expiration date of their
current tours of duty overseas and for notifying the individuals con-
cerned of such plans in accordance with the provisions of this
Regulation.

CONFIDENTIAL
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PERSONNEL
Operating Officials
Operating Officials (chiefs of Offices, Senior Staffs, and Area Divisons
under the jurisdiction of the Deputy Directors (Plans), (Intelligence)
and (Administration), the Director of Training, the Assistant Director
for Communications, and the Assistant Director for Personnel) or ap-
propriate supervisory personnel under their jurisdiction are responsible
for recommendations affecting the next assignment of each employee com~
pleting an overseas tour to the Head of the appropriate Carecer Service.
Assistant Director for Personnel

The Assistant Director for Personnel is responsible for providing

assistance to the Heads of Career Services in planning the reassignment

of such employees, for developing necdssary policies and procedures to

coordinate such reassignments between Career Services, and for final

approval of proposed reassignments,

PROCEDURES

Form _____, Field Reassignment Questionnaire, will be forwarded to head-

quarters in triplicate for each employee serving at a foreign field

station eight months in advance of his planned date of departure from

the station. If the employee's.tour is terminated ahead of schedule,

Form ____, will be submitted at the earliest possible date in advance

of his return,

(1) If an employee returns to headquarters in advance of the receipt
of Form _____, this Questionnaire will be obtained from him by the

-2 -
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PERSONNEL

Co

0ffice of Personnel during his returnee processing and forwarded
to the appropriate operating offiqial. Thé first page of the
Questionnaire will not be completed in these cases and the employee
will Sign his true name in the space designated "For Headquarters
Use Only".

(2) Form ____ will not be required when an_employee is returning to
headquarters for separation for cause.

Operating Officials, as defined in paragraph 2b above, will designate

an administrative or pergonnel officer to authenticate signatures and

verify identification data on the Field Reassignment Questionnaire.

Upon receipt of a questionnaire from the field, the individual so desig-

nated will process the information by checking the identification data and

inserting the true mame of the employee in the appropriate spaces., He

All copies of the form will then be forwarded to the arpropriate super—
visor for the recommendation required in item No. 15. Distribution will
be made as follows:
Original - Head of the Career Service concerned
Copy - Operating Official who is the head of the component to
which the employee is currently assigned.
Copy - QOffice of Personnel

-3 -
CONFIDENTIAL
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d. The Head of the appropriate Career Service will take immediate action
to plan the next assignment of the employee concerned upon receipt of
Form + The Office of Personnel will advise and assist in such
planning, especially in those cases when it is anticipated that the
next assignment may involve a career service other than the one to
which the individual is currently assigned.
-l -
o’
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. INDICATE YOUR PR y FOR 3D DHOICE] IN THE
BOXES BELOWt
RETURN TO MY GURRENT STATION : [:::Iae ASEIGNED TO HEADQUARTERS FOR A TOUR OF DUTY
A 4 : ' [:::]ss ASSIGHED TO ANOTHER FIELD STATION

) PREFERENCE FOR NEXT

VITH RESPECT TO. A POSSIBLE REASSIGNMENT TO ANGTHER FIELD STATION, INDICATE YOUR 167; 2D AND 3D GHOICE FOR
CEOGRAPHIC AREA OR BPECIFIC STATION:

18T CHOICE:
2D CHOLCE:

dp sHotoe:

10, HOW MUCH LEAVE DD YOU DESIRE BETWEEN ASSIGRMENTS? :
INBICATE MUMBER OF WORK ODAYS

11, INDICATE THE NUMBER AND AGE OF DEPENDENTS WHO WILL HE TRAVELLING OR MOVING WITH VOUS

12, SIGNATURE: cOMPLETE 1TEM No, S5-1, INSTRUCTION BMEET, TO INDYCATE COMPLETIGN OF ABOVE PORTION OF TH!S Farm,

. i
JO_RE_COMPLETED BY SUPERVISOR AL FIELD STATIH .

13, 1N CONSIDERATION OF THE PAST EXPERLENGE AND PERFORMANAE OF THE EMPLOYEE, Hi8% EXPRESSED PREFERENCE FOR NEXT :

ASBIONMENT, AND THE STAFFING REQU{REMENTS DF THE STATION, INDICATE YOUR RECOMMENDATION FOR HIB NEXT ASSGNMENT
AND TRAINING:

14, SIGNATURE: 0OMPLETE ITEM WO, $-2, INETRUCTION SHEET, TO IROICATE COMPLETION OF THIS PORTION OF THE FORM, o

T0_RE COMPLETED OY APPROPRIATE SUPRRYISOR AT BEAQDUARYERS
15, 1M CONSYDERATION OF THE PAST EXPERIENGE AND PERFOMMANCE OF THE EMPLOYEE, HIS GXPRESSED PREFEREMCE FOR NEXT
ASBIGNMENT L THE STAFFING RENUIREMENTS OF THE DIVISION TO WHIOH HE IS CURRENTLY ASSIGNER, INDICATE YOUR
RECOMMENDATIONS FOR HIS NEXY ASSIGNMENT AND TRAINING:

16, HAME OF BUPERVISOR : S1GNATURES:

TiTLE: ‘ DATES

17, REMARKS [ADDITIONAL copMENT)

R Approv'% For Release 2003/04/17 : CIA-RDP80-01826R000100020001-2
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1l July 1954
Honor Awards

1, In accordance with the policy of CIA to grant Honor Awards for
intelligence service to persons who perform acts of valor or who make
highly sigrificant contributions to national intelligence, the Director
has approved a seriec of Honor Awards for CIA personnel as follows:

as Distirguished Intelligence Cross

The Distinguished Intelligence Cross may be awarded only to
a person officially affiliated with CIA for a voluntary act or series
of acts of heroism, involving the acceptance of existing dangers with
conspicuous fortitude and exemplary courage,

be Distinguished Intelligence Medal

The Distinguished Intelligence Medal may be awarded only to a
person officially affiliated with CIA for performance of outstanding
services or for achlevement of a distinctively exceptional nature in a
duty of responsibility, the results of which constitute a major conw
tribution to the missions of the Central Intelligence Agency,

Cce Intelligence Star

The Intelligence Star may be awarded only to a person officially
affiliated with CIA for an act or acts of heroism performed in the face
of existing dangers with praisewortly fortitude and exemolary courage,

de Intelligence Medal of Merit

The Intelligence Medal of Merit may be awarded only to a person

officilally affiliated with CIA for the performance of meritorious services,

or for achlevement, above normal duties requiring initiative and extra
effort which have contributed to the accomplishment of the missions of
the Central Intelligence Agency,

2y The CIA Honor Awards referred to above are, of course, in addition
to two other medals which are available to the Director for award to CIA
personnel,

2. National Security Medal

The National Security Medal may be awarded to any person for
distinguished achievement in the field of intelligence relating to the
National Security; for exceptionally meriterious service porformed in
a position of high responsibility; or for an act of valor requiring per-

sonal courage of a high degree and complste disregard of personsl safety, .

SECRET
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by, Medal of Freedom

(1) The Medal of Freedom may be awarded to any person who has E

performed a meritorious act or service which

{a) has aided the United Stétes in the prosecution of a
war against an enemy or enemies,

(b) has aided any nation engaged with the United States
in the prosecution of a war against a common enemy or enemies, or

(¢) during any period of national emergency declared by the
President or the Congress to exist, has furthered the interests
of the security of the United States or of any nation allied or
assoclated with the United States during such period, and for
which act or service the award of any othér United States medal
or decoration 1ls considercd 1nappropriate.

(d) wunder special circumstances, and without regard to the
existence of a state of war or national emergency, is in the
interests of the security of the United States,

(2) The Medal of Freedom may not be awarded to a citizen of the
United States for any act or service performed within the continental
limits of this country nor to a member of the Armed Forces of the
country,

25X1 3 |es‘oabllsh the CIA Honor Awards
Board and briefly outline the procedure for handling recommendations for the
six awards to which reference is made, Regulations
25X1 are being revlsed or issued to refleet recen POLICYy and procequial
ecisionss In the meantime, the mechanism for processing recommendations
for Honor Awards exists,

- 2w
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CAREER SERVICE CONFERENCE
3 August 195h 3630 = 5:15 P,M,
Department of Agriculture Auditorium
South Agrioulture Building

NOTICE TO PARTICIPANTS

General, The discussion at the Conference will center around and focus
on the matters contained in the attached documents, but it will not
necessarily be confined to this material, These papers are as follows:

B Re the Career Service Conference

be Re the Career Staff

Co Fitness Report

ds Re the Career Council

e Re Promotion

£, Re Career Development of Junior Personnel

Ee Re new Insurance Plans

h, Draft of Policy and Procedure concerning
Overseas Returnees

i. Announcement Re new Honor Awards

Security, The Conference as a whole is classified SECRET, Regular

Baages must be shown at the door of the Auditorium in order to gain
admittance, You are cautioned to watch your conversation going to and
from the Auditorium, Since badges are not shown upon entering the
chartered Capital Transit busses, anyone may be riding with you and
overhearing your remarks. Any notes taken during the Conference should
be classified properly and guarded with due care, Most of the attached
papers are classified, Make yourself completely familiar with the details
contained therein, You should NOT bring this background material to the
Conferences

Questions, As you will note froml paragraph 3 (attached), you
are urged to formulate any questi h may have and send them to -~
the Office of Personnel, (Attention: Special Assistant for Career Servicag-

by 23 July so that the presentations may be made as mean—
hgTul a5 possible, During the Conference there will also be gquestion
periods, Question slips will be provided and will be picked up during
intervals in the program by attendants, T,

DOGUMENT NQ.
NO CHANGE 1N GLASG
I'T DECLASSIHED v
SECRET CLASS
LAGS. GHANGED TO: 1§ 8 ¢
NEXTREVIEWDATE: _ D o I\
AUTH: MR 70.2

oaTE: 24 C- 8/ prvigwen, |
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Registration. Each participant will be asked to complete a registration
card which will be handed to him at the entrance to the Auditorium, An
attendant will collect these cards at the door at the close of the
Conference, ~

Iransportation, Chartered Capital Transit busses will be available to
transport persommel to and from the Conference, They will leave at
3:00 PyMs from the followlng locations:

as The loop at the north end of "M" Building
b, Gate 11 in the rear of "K' Building
Ce Recreation and Service Building,

Returning, they will leave for the three locations mentiocned above from
South Agriculture Building, Special transportation that might be re=

cunired from other more remote points may be arranged by calling extension

Timing. The schedule for the Conference permits no leeway in time, All
participants should be in their seats by 3125, The Conference will end
promptly so that all persons and busses may be out of the area before the
rush of traffic at 5:30, There will be no opportunity for those who
attend the Conference to park their cars in the vicinity of the Auditoriwn,. -

-2 -
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THE CIA CAREER COUNCIL AND THE CAREER SERVICES

CAREER SERVICE CONFERENCE
3 August 195k, 3:30 p.m.
' Auditorium, The Department of Agriculture

l. The Director has. recently approved a number of important measures
which significantly affect all employees of CIA and which implement the
Agency's personnel program.

2. The CIA Career Council, successor to the CIA Career Service Board,

- will hold a conference in the Auditorium of the Department of Agriculture on

Tuesday, 3 August, at 3:30 p.m. At this conference, executives, senior
administrators, and supervisors will have the opportunity to discuss the
measures recently approved by the Director, present their problems, and have

their questions answered. The Director and the Deputy Director will be
present, ,

. 3. All persons having questions to which they would like answers, should
forward them by Friday, 23 July, to the Office of Personnel, Attention of
Special Assistant for Career Service, Room 225, Curie Hall. During the
meeting, impromptu questions will, of course, be received from the floor.

k. The Assistant Director for Personnel has general responsibility for
planning this meeting and for allocating attendance quotas among the various
offices, At the same time, he will also distribute material appliceble to
the meeting in order that persons selected to sttend the conference may
familiarize themselves with the sub ject matter involved.

5. Personnel selected to attend the conference for their office will
be those who are in the best position (a) to carry out the Agency's personnel
poliecy in respect to their office, (b) to convey the results of the conference
to other personnel in their office,and (c) to improve the executive,
administrative, and personnel activities of the Agency. Within the limits
set by the assigned quotas, all executives and supervisory officials down to
and including Branch Chiefs and their deputies shall attend. These personnel
shall hold themselves in readiness and shall make no conflicting engagements.

FOR THE DIRECTOR OF CENTRAL INTELLIGENCE:

L. K. WHITE
Deputy Director
(Administration)

DISTRIBUTION: AB
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THE CAREER STAFF

OF THE
CENTRAL INTELLIGENCE AGENCY
Rescissions: (1) B December 1952
(2)
CONTENTS
Page ' * Page
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POLICY . . 1 PROCEDURES . . . . . . . . . 4

ORGANIZATION OF THE CIA SE-
LECTION BOARD AND PANEL OF
EXAMINERS . . . . . . . . 2

1. GENERAL

This Regulation establishes the Career Staff of the Central Intelligence Agency
effective 1 July 1954 and prescribes related policies, responsibilities and procedures.
Membership in the Career Staff will be limited to US citizen Staff Employees and
Staff Agents who are eligible for consideration and are accepted for membership
in accordance with the provisions of this Regulation.

2. DEFINITIONS

a. The Career Staff is a group of carefully selected and trained individuals who
accept an obligation to devote themselves to the needs of the Agency, and who
intend to make a career with the Agency.

b. “Trial service period” consists of the first year of service in CIA as defined in

¢. “Provisional period” consists of three years’ active service in CIA which is a
prerequisite to consideration for membership in the Career Staff.

d. “Active service” for the purpose of 2¢c above, need not be continuous service
and will include any of the following periods: '

(1) Time on duty, under one or more appointments as a Staff Employee or
Staff Agent, on or after 18 September 1947, the official date of the estab-
lishment of the Central Intelligence Agency.

(2) Absence on leave with pay.

(3) Absence on leave without pay which does not exceed 22 days in the aggre-
gate within a calendar year; except that absence on leave without pay for
Agency-sponsored outside training will be fully counted.

e. “Active service,” for the purpose of 2c above may, at the discretion of the CIA
Selection Board, include other service in the Agency in a civilian or military
status or military service of an employee who has been restored as a Staff Em-
ployee or Staff Agent after having left the Agency to enter the Armed Forces.

f. “Career Services” is used herein as defined in[___ |

3. POLICY

a. The Career Staff of the Central Intelligence Agency will consist of personnel
selected from among Staff Employees and Staff Agents. Personnel selected
for membership will be afforded, within the framework of applicable laws,

1
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preferential consideration for job security and special training as well as other
benefits and facilities now or hereafter provided for members of the Career
Staff. Those individuals selected for membership in the Career Staff will be
designated as Career Staff Employees or Career Staff Agents, as appropriate.

Personnel who are accepted for membership in the Career Staff will have the
obligation to serve anywhere and at any time and for any kind of duty as
determined by the needs of CIA and they are assured that, in order to carry
out this policy, full consideration will be given to their particular capabilities,
interests and personal circumstances.

The selection process will encompass the evaluation and development of each
Staff Employee and Staff Agent during his provisional period. In this manner,
the individual’s abilities, capabilities and deficiencies will be evaluated in order
to determine his suitability for selection into the Career Staff. The selection
process will include these stages of employee evaluation and development:

(1) A review and determination of each individual’s suitability for continued
Agency employment prior to the expiration of the trial period, in accord-
ance wlthl_L_Ll

(2) The preparation of such Fitness Reports as are prescribed.

(3) A review of each application for selection into the Career Staff after the
individual concerned gains eligibility for .consideration by completing the
provisional period. . )

(4) The provision of continuing instruction and developmental guidance and
assistance to each individual throughout the provisional period in order
that he may demonstrate his suitability for membership in the Career
Staff and to eliminate or satisfactorily resolve any deficiencies.

Consideration for selection into the Career Staff will be based upon formal
application by personnel who have completed the provisional period. Those
who fail to make application or whose applications are not accepted will con-
tinue to possess the benefits accorded to U.S. Government employees by law.

. If an individual applies for membership in the Career Staff and is not accepted,

he will be informed of the reasons for the rejection and he will be given
assistance and guidance in order to correct or eliminate the causes of his
rejection and to have an opportunity to demonstrate his suitability for future
application and selection into the Career Staff.

. ORGANIZATION OF THE CIA SELECTION BOARD AND PANEL OF

EXAMINERS

CIA SELECTION BOARD

(1) The CIA Selection Board is established and will consist of nine voting
members including the Assistant Director for Personnel who will act as
permanent chairman. The Director of Central Intellisence will appoint
two voting members and two alternates each from the Offices of the
Deputy Directors (Plans), (Intelligence) and (Administration) and one
voting member and one alternate each from the Offices of the Director of
Training and of the Assistant Director for Communications and one alter-
nate from the Office of Personnel. These appointments will be made for
one fiscal year in each case. Individuals appointed to the Board may be
reappointed, however, at the expiration of their period of service. In the
event that the Assistant Director for Personnel is temporarily unable to
serve as chairman, he will designate an acting chairman from among the
members or alternates to serve in his place. .

(2) The CIA Selection Board will be provided a Secretariat consisting of a full-

© time Executive Director and such other administrative and clerical per-
sonnel as are required by the Board. The Executive Director will be selected
by and function under the direction of the Assistant Director for Personnel.

2
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b. PANEL OF EXAMINERS

(1) A Panel of Examiners is established and will consist of members of the

Career Staff, GS-14 and above.

(a) Each of the Career Services. in the Agency will have generally propor-
tional representation on the Panel based on its personnel strength as
of the beginning of each fiscal year, except that at least one member
will be named to the Panel from each Career Service.

(b) Members of the Panel of Examiners will be appointed by the Director
of Central Intelligence from among those nominated by the Heads of
Career Services after he has recelved the recommendations of the CIA
Selection Board.

\' j (2) Examining Panels convened pursuant to this Regulation will consist of
three voting examiners selected by the Executive Director. Examiners will
be chosen in a manner that will be appropriately representative of Agency
interests. The Executive Director or his designee will serve as nonvoting
chairman on each Examining Panel.

‘ " 5. RESPONSIBILITIES
| -

a. ASSISTANT DIRECTOR FOR PERSONNEL
The Assistant Director for Personnel is responsible for directing the selection
R program herein established and will ensure that the program is administered
in accordance with personnel policies of the Agency. He will recommend to
the Director of Central Intelligence such additional policies and procedures
as he may consider necessary. The Asistant Director for Personnel is responsi-
ble for notifying employees when they satisfactorily complete their provisional
period and thus become eligible to apply for selection into the Career Staff.
. b. CIA SELECTION BOARD ‘
w The CIA Selection Board is responsible for formulating appropriate criteria
for selection into the Career Staff and for discharging the responsibilities
assigned to it by this Regulation.

c¢. PANEL OF EXAMINERS
Subject to the direction of the CIA Selection Board, Panels of Examiners are
responsible for performing the activities assigned to them as specified in this
Regulation.

d. SUPERVISORS

V (1) Supervisors are responsible for completing Fitness Reports on employees
under their immediate jurisdiction and for recommending that such em-
ployees either be retained in Agency employment or be separated from
CIA prior to the expiration of their trial period. They are also responsible
for recommending the acceptance or rejection of such employees for mem-

\ bership in the Career Staff prior to the expiration of their provisional
periods.

(2) Supervisors at all levels are responsible for assisting and instructing em-
ployees under their jurisdiction to eliminate any general weaknesses oOr
specific deficiencies in performance detected during their trial period.
They are also responsible for assisting employees who have completed their
trial period to overcome any inadequacies that might prevent their even-
tual selection into the Career Staff.

e. HEADS OF CAREER SERVICES

Heads of Career Services are responsible for reviewing and commenting on
the recommendations of supervisors specified in d above and for referring
appropriate cases to the Assistant Director for Personnel for further review
and action as herein described.

3
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6. FITNESS REPORT

a. The Fitness Report, Form No. 37-189, will be used to evaluate Staff Employees
and Staff Agents during their trial and provisional periods.

b. Fitness Reports will be executed for each Staff Employee and Staff Agent upon
the completion of the following periods of service from the effective date of
his entrance on duty:

(1)
(2)
(3)
(4)

Nine months’ service,
Twenty-one months’ service,
Thirty-three months’ service, and
At least annually thereafter.

7. PROCEDURES
a. APPLICATION FOR MEMBERSHIP IN THE CAREER STAFF

(D

(2)

3)

(4)

Apprgued For Release 2003RREL: CIA-RDP80-01826R000100020001-2

Upon the completion of the three-year provisional period, an individual
is entitled to make application for membership (Attachment) in the
Career Staff unless formal action is pending which may lead to termina-
tion of the individual’'s employment. Failure to apply for membership in
the Career Staff at the end of the provisional period does not bar the
individual’s right to make future application. The effective date of selec-
tion into the Career Staff will be as prescribed by the CIA Selection Board.
An official notification of an employee’s eligibility to apply for membership
will be forwarded by the Assistant Director for Personnel to the individual
concerned. The individual will be required to make application within
90 days of the date of the notification or to reply by memorandum stating
why he does not desire to become a member of the Career Staff,

The application or the memorandum of reply will be forwarded by the
individual through official channels to the Head of the Career Service con-
cerned, together with any comments by the appropriate supervisors.
Determinations of the suitability of Staft Employees and Staff Agents will
be processed as follows:

(a) The Head of the Career Service concerned will review the application
and obtain the comments of the appropriate Career Board if such
comments are desired. He will forward the application together with
his recommendation to the Executive Director of the CIA Selection
Board. Upon receipt of the application, the Executive Director will
insure that eligibility requirements have been met, will assemble all
available documentation pertinent to the case and will convene an
Examining Panel to consider the application.

(b) In the case of a person who is on duty as of 1 July 1954, an abbreviated
review will be conducted by the Examining Panel on which it will base
Its recommendation to the CIA Selection Board. After considering
the recommendation of the Head of the appropriate Career Service and
of the Examining Panel, the CIA Selection Board will determine
whether the full procedure outlined in (¢) below will be followed or
whether it will make its decision based on the data then available.

(¢) In the case of a person who enters on duty after 1 July 1954, the Ex-
amining Panel will consider all pertitient information concerning the
employee, including information furnished by the Office of Personnel,
Security Office, Office of Training, Medical Office and the organization-
al component and Career Service having jurisdiction over the individ-
ual. If necessary, the Panel may request further information from
the offices concerned. The Examining Panel! will interview the in-
dividual and, if desired, his supervisor or other Agency employees.
Responsibility for interviewing applicants GS-6 and ‘below may be
delegated by the CIA Selection Board to the Head of the appropriate
Career Service.

4
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(d) If the individual is overseas at the time he becomes eligible for mem-
bership in the Career Staff, the interview by the Examining Panel
and the consequent decision on the acceptance of his application for
membership in the Career Staff may be deferred until he is physically
avallable in headquarters. If the Head of a Career Service requests
consideration of an individual’s application prior to his departure for
overseas duty, he may be interviewed by an Examining Panel at any
time. following the successful completion of the second year of his
provisional period. If the employee is recommended for membership
at that time, his membership in the Career Staff, when finally ap-
proved, will be effective as of the completion of his provisional period.

(e) The Examining Panel will recommend to the CIA Selection Board
either that the employee be selected into the Career Staff or that his
selection be disapproved.

(f) The CIA Selection Board on behalf of the Director of Central Intelli-
gence will take formal action on the recommendation of the Examining
Panel.

(g) When the finding of the CIA Selection Board is in disagreement with
that of the Head of the Career Service, this fact shall be reported to
him. He may either accept the Board’s decision or refer the case,
within ten working days, for final decision by the Director of Central
Intelligence.

(h) The Assistant Director for Personnel will officially notify the individ-
ual of the action of the CIA Selection Board and will place a copy of its
determination in his Official Personnel Folder.

bh. SEPARATION FROM THE CAREER STAFF

(1) If an individual’s employment as a Career Staff Employee or Career Staff
Agent is terminated, his membership in the Career Staff is automatically
canceled.

(2) If an individual elects to resign from membership in the Career Staff but
wishes to retain his status as a Staff Employee or Staff Agent of CIA, he
will so notify the CIA Selection Board in writing through the Head of his
Career Service, stating his reasons in full. The Board will not consider
such a request except under unusual circumstances. The Board will take
formal action and will notify the member of its findings in writing.

(3) Separation of an individual from the Agency will be governed by applicable
Agency Regulations.

ALLEN W. DULLES
Director of Central Intelligence

DISTRIBUTION: ALL EMPLOYEES

5
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The Fitness Report is an important factor in agency personnel management., It seeks to provide:
+ The agency selection board with information of value when considering the application of
an individual for membership in the career service; and
2. A periodic record of job performance as an aid to the effective utilization of personnel.

INSTRUCTIONS

TO THE ADMINISTRATIVE OR PERSONNEL OFFICER: Consult current administrative instructions regarding the initiation
and transmittal of this report.

TO THE SUPERVISOR: Read the entire form before attempting to complete any item. As the supervisor who assigns,
directs and reviews the work of the individual, you have primary responsibility for evaluating his strengths, weak-
nesses, and on-the-job effectiveness as revealed by his day-to-day activities. If this individual has been under
your supervision for less than 30 days, you will collaborate with his previous supervisors to make sure the report
is accurate and complete, Primary responsibility rests with the current supervisor. It is assumed that, through-
out the period this individual has been under your supervision, you have discharged your supervisory responsibili-
ties by frequent discussions of his work, so that in a general way he knows where he ‘stands.

IT IS OPTIONAL WHETHER OR NOT THIS FITNESS REPORT IS SHOWN TO THE PERSON BEING RATED

SECTION | (To be filled in by Administrative Officer)

1. NAME (Last) (First) (Middle) 2. DATE OF BIRTH | 3. SEX | 4.. CAREER DESIGNATION
5. DATE OF ENTRANCE ON DUTY 6. OFFICE ASSIGNED TO 7. DIVISION 8. BRANCH
9. NATURE OF ASSIGNMENT 10. iF FIELD, SPECIFY STATION: 11. GRADE
[:] DEPARTMENTAL [ ] FlELD
12. DATE THAT THI!S REPORT IS DUE 13. PERIOD COVERED BY THI1S REPORT (Inclusive dates)
- SECTION ] (To be filled in by Supervisor)
1. CURRENT POSITION 2. DATE ASSUMED RESPONSIBILITY FOR POSITION

.3+ WHAT SPECIFIC ASSIGNMENTS OR TASKS ARE TYPICAL OF THOSE GIVEN TO H!M DURING THE PAST THREE TO S1X MONTHS (List
H in order of frequency):

READ THE ENTIRE FORM BEFORE ATTEMPTING TO COMPLETE ANY ITMM

SECTION 11

I certify that, during the latter half of the period covered by this report, 1 have discussed with the rated indi-
vidual the manner in whichhe has performed his job and provided suggestions and criticisms wherever needed. I be-
lieve that his understanding of my evaluation of his performance is consistent with my evaluation of him as evi-
denced by this fitness report and I have informed him of his strengths, weaknesses, and on-the-job effectiveness.

If performance during the report period has been unsatisfactory, there is attached a copy of the memorandum noti-
fying him of unsatisfactory performance,

This report :l has [: has not been shown to the individual rated.

THI1S DATE SIGNATURE OF RATER (Employee’s immediate supervisor)

es

! HAVE REVIEWED TH!S REPORT (Comments, if any, are reflected by attached memorandum)
[ THi1s DATE SVGNATURE OF REVIEWING OFFICIAL (Official next higher in Iine of authority)

¥, Release.2003/04/17 - CIA-RDP{0-01826R000100020001-2 - :
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This section is provided as an aid in describing the individual, VYour description is not favorable or unfavorable
: itself but acquires its meaning in relation to a particular job or assignment. The descriptive words are to be
X arpreted literally.

On the left hand side of the page below are a series of statements that apply in some degree to most people. On
the right hand side of the page are four major categories of descriptions, The scale within each category is di-
vided into three small blocks; this is to allow you to make finer distinctions if you so desire, Look at the state-
ment on the left - then check the category on the right which best tells how much the statement applies to the per-
son you are rating. Placing an **X* in the '‘Not Observed’< column means you have no opinion on whether a phrase
applies to an individual. Placing an * X in the “Does Not Apply'' column means that you have the definite opinion
that the description is not at all suited to the individual.

STATEMENTS CATEGORIES
NOT DOES APPLIES TO A | APPLIES TO A | APPLIES TO AN{APPLIES TO AN
0oB- NOT LIMITED REASONABLE ABOVE AVERAGE OUTSTAND I NG
v | SERVED | APPLY DEGREE DEGREE DEGREE DEGREE
L
A. ABLE TO SEE ANOTHER'S T J l | | |
POINT OF VIEW. s
<{
wy

<]

B. PRACTICAL.

t. A GOOD REPORTER OF EVENTS.

|
I

2. CAN MADE DECI!ISIONS ON H!S OWN
WHEN NEED ARISES.

4. HAS INITIATIVE.

5. UNEMOTIONAL.

3. CAUTIOUS IN ACTION. |
6. ANALYTIC IN HIS THINKING. l

CONSTANTLY STRIVING FOR NEW

‘KNOWLEDGE AND IDEAS.
-

8. GETS ALONG WITH PEQPLE AT ALL
SOCIAL LEVELS.

9. HAS SENSE OF HUMOR.

10. KNOWS WHEN TO SEEK ASSISTANCE.

11. CALM-

12. CAN GET ALONG WITH PEOPLE,

13. MEMORY FOR FACTS.

14. GETS THINGS DONE.

15. KEEPS ORIENTED TOWARD LONG
TERM GOALS.

16. CAN COPE WiTH EMERGENCIES.

17. HAS HIGH STANDARDS OF
ACCOMPL | SHMENT.

18. HAS STAMINA: CAN KEEP GOING
A LONG TIME.

— et — — A — A — — M P e

|
|
|
|
|
|
|
I
|
|
|
|
|
[
|
|
|
|
|
|
|
|
]

1
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
01

DP80-

l
|
|
|
|
|
|
|
|
|
|
|
|
|
|
i
|
i

19. HAS WIDE RANGE OF INFORMATION.

21. ACCEPTS RESPONSIBILITIES.

22. ADMITS H1S ERRORS.

N RESPONDS WELL TO SUPERVISION. - :
24. EVEN DISPOSITION. |

25, ABLE To B0 H1s sos WIPT«ECBIT'OVG 2003710417 - CIA-RI 1826R000100020001-2
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26~ CAN THINK ON H!S FEET.

27  COMES UP WITH SOLUTIONS TO
SROBLEMS.

28. STIMULATING TO ASSOCIATES: A
** SPARK PLUG''.

29. TOUGH MINDED.

30. OBSERVANT.

31. CAPABLE.

32. CLEAR THINKING.

33. COMPLETES ASS1GNMENTS WITHIN

ALLOWABLE TIME LIMITS.

34. EVALUATES SELF REALISTICALLY.

35. WELL INFORMED ABOUT CURRENT
EVENTS.

36. DELIBERATE.

37. EFFECTIVE IN DISCUSSIONS WITH
ASSOCI|ATES.

38. IMPLEMENTS DECIS!ONS REGARD-
LESS OF OWN FEELINGS.

39. THOUGHTFUL OF OTHERS.

40. WORKS WELL UNDER PRESSURE.

41 DISPLAYS JUDGEMENT.

42. GIVES CREDIT WHERE CREDIT IS
DUE.

FYHAS DRIVE.

44. IS SECURITY CONSCIOUS,

45. VERSATILE.

46. HIS CRITICISM IS CONSTRUCTIVE.

47. ABLE TO INFLUENCE OTHERS.

48. FACILITATES SMOOTH OPERATION

OF HIS QOFFICE.

49. DOES NOT REQUIRE STRONG AND
CONT INUOUS SUPERVISION.

50. A GOOD SUPERVISOR.

SECRET

SECTION Vv
A. WHAT ARE HIS OUTSTANDING STRENGTHS?
B. WHAT ARE HIS OUTSTAND ING WEAKNESSES?
L —
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DO YOU FEEL THAT HE REQUIRES CLOSE SUPERVISION? [ Jwo [ | YeEs. |F YES, WHY?

WHAT TRAINING DO YOU RECOMMEND FOR THIS

INDIVIDUAL?

F. OTHER COMMENTS (Indicate here general traits, specific habits or characteristics not covered elsewhere in the
report but which have a bearing on effective utilization of this person):

SECTION VI

Read all descriptions before rating.

Place ** X* in the most appropriate box under subsections A,B,C,&D

-y

A. DIRECTIONS: Consider only the skill with which the C: DIRECTIONS: Based upon what he has said, his actions,

‘person has performed the duties of his job and rate

him accordingly.

1.

2.

0000 00

1S THIS INDIVIDUAL BETTER QUALIFIED FOR WORK IN SOME

OTHER AREA? [__ Jjwno [ _|ves. 1F YES,

DOES NOT PERFORM DUTIES ADEQUATELY: HE IS

INCOMPETENT.
BARELY ADEQUATE IN PERFORMANCE:

HAS HAD SPECIFIC GUIDANCE OR TRAINING. HE
OFTEN FAILS TO CARRY OUT RESPONSIBILITIES

COMPETENTLY.

PERFORMS MOST OF HIS DUTIES ACCEPTABLY: OCCA-
SIONALLY REVEALS SOME AREA OF WEAKNESS.
PERFORMS DUTIES IN A TYPICALLY COMPETENT,

EFFECTIVE MANNER.

A FINE PERFORMANCE: CARRIES OUT MANY OF HIS
RESPONSIBILITIES EXCEPTIONALLY WELL.
PERFORMS H1S DUTIES IN SUCH AN OUTSTANDING
MANNER THAT HE {S EQUALLED BY FEW OTHER PER-

SONS KNOWN TO THE RATER.

ALTHOUGH HE

WHAT?

J 0000 0L

-

>

~
.

and any other indications, give your opinion of this
person's attitude toward the agency.

HAS AN ANTAGONISTIC ATTITUDE TOWARD THE AGENCY
+oWILL DEFINITELY LEAVE THE AGENCY AT THE FIRST
OPPORTUNITY.

HAS STRONG NEGATIVE ATTITUDE TOWARD AGENCY...
IRKED BY RESTRICTIONS...REGARDS AGENCY AS A
TEMPORARY STOP UNTIL HE CAN GET SOMETHING
BETTER.

TENDS TO HAVE AN UNFAVORABLE ATTITUDE TOWARD
THE AGENCY..BOTHERED BY MINOR FRUSTRATIONS..
WILL QUIT IF THESE CONTINUE,

HI1S ATTITUDE TOWARD THE AGENCY [S INDIFFERENT
«ss HAS "" WAIT AND SEE** ATTITUDE..WOULD LEAVE IF
SOMEONE OFFERED HIM SOMETHING BETTER,

TENDS TO HAVE FAVORABLE ATTITUDE TOWARD AGENCY
«MAKES ALLOWANCES FOR RESTRICTIONS IMPOSED BY
WORKING FOR AGENCY..THINKS IN TERMS OF A CA-.
REER IN THE AGENCY.

DEFINITELY HAS FAYORABLE ATTITUDE TOWARD THE
AGENCY..BARRING AN UNEXPECTED OUTSIDE OPPOR-
TUNITY, WILL PROBABLY ENDEAVOR TO MAKE A
CAREER IN THE AGENCY.

HAS AN ENTHUS!1ASTIC ATTITUDE TOWARD THE AGENCY
..WILL PROBABLY NEVER CONSIDER WORKING ANY
PLACE BUT IN THE AGENCY.

B. DIRECTIONS: Considering others of this person’s grade
how would you rate him on
potentiality for assumption of greater responsibili-

and type of assignment,

ties normally indicated by promotion.

1.

2.

100 0.00

HAS REACHED THE HIGHEST GRADE LEVEL AT WHICH

SATISFACTORY PERFORMANCE CAN BE

IS MAKING PROGRESS, BUT NEEDS MORE TIME IN
PRESENT -GRADE BEFORE PROMOTION TO A HIGHER

GRADE 'CAN BE RECOMMENDED,

1S READY TO TAKE ON RESPONSIBILITIES OF THE

NEXT HIGHER GRADE, BUT MAY NEED
SOME AREAS.
WILL PROBABLY ADJUST QUICKLY ToO

RESPONSIBLE DUTIES OF THE NEXT HIGHER GRADE. .
1S ALREADY PERFORMING AT THE LEVEL OF THE NEXT

HIGHER GRADE.

AN EXCEPTIONAL PERSON WHO 1S ONE OF THE FEW
WHO SHOULD BE CONSIDERED FOR RAPID ADVANCE-

MENT,

Approved.ForRelease 2003/04/1
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DIRECTIONS: Consider everything you know about this
person im making your rating..skill in job duties,
conduct on the job, personal characteristics or

habits, and special defects or talents.
] 1+ DEFINITELY UNSUITABLE - HE SHOULD BE SEPARATED.
EXPECTED.
(] 2. oF DOUBTFUL SUITABILITY..WOULD NOT HAVE AC-
CEPTED HIM IF 1 HAD KNOWN WHAT 1 KNOW NOW,
[ 3- A BARELY ACCEPTABLE EMPLOYEE..DEFINITELY BELOW
AVERAGE BUT WITH NO WEAKNESSES SUFFICIENTLY
TRAINING IN OUTSTANDING TO WARRANT HIS SEPARATION.
4. A TYPICAL EMPLOYEE..HE DISPLAYS THE SAME SUITA-
THE MORE BILITY AS MOST OF THE PEOPLE | KNOW IN THE
AGENCY.
[T ] s- A FINE EMPLOYEE - HAS SOME OUTSTANDING
STRENGTHS.
[:::] 6. AN UNUSUALLY STRONG PERSON IN TERMS OF THE
REQUIREMENTS OF THE AGENCY.
| 7. EXCELLED BY ONLY A FEW IN SUITABILITY FOR WORK
IN THE AGENCY. :
. ClA.RDP30-01826R000100020001.2
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: k MECHANISM FOR APPEAL WITHIN CIA

l SEPARATIONS 'FAIR EMPL.
ACTION | GRIEVANCES | —GERERAL [EMPLREVIEW  CASES
DECIDE Dl pa]  [oa] DCl
T !
APPEAL mpiovee ]
~ DECIDE  OFFICE HEAD ﬁAD/PERS - - EE.OFF. |
: I s 1
HEARING ~ ADVSY APPEAL BD. ADv’s’Y’ COMM. |EMPLREVW.BD. COMM. F.E.OFF.
CONSTITUTE  7xpyoees [AD/PERs.| [ DD [

_HEARING UNIT_ , = | | |
REVIEW \l AD/PERS. FAIR EMPL.OFF

s N —

‘ EMPLOYEE OFFICE _
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WPCAREER DEVELOPMENT. OF JUNIOR PERSONNEL"‘”:

———

ACTION

1 APPLY
2.COMMENT
3. ACKNOWLE
4. VERIFY

' OPERATING AND

CAREER COMPONENTS PERSONNEI., TRAINING

QMY |

EMPL.

'1*_; —_}-‘

DGE «

5. TEST

6.EVALUATE

| CAREER | PLACE.& 'JUN.OFF, ASSESS &
| [PUPERVISOR SERVICE [UTIL. DIV TRDIV; FIALSTAR

7.ASSESS

8.RECOMMEND

9. SELECT

10.SUPERVISE

[LASSIGN

l--F--—}:F/‘_
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" MEMBERSHIP IN THE CAREER STAFTI

OPERATING & \ A
CAREER. COMPS, PERSONNEL "[“REJS | SELE‘C ON

- ACTION - TEMPLIGype] CAREER.|CARSERV/PUDRD| ACC: IPANEL OF  SELECTION
___ VISOR | SERVICE | STAFF | ESD |, EXAM. BOARD _

1. INITIATE

3 RECOMMEND L—» | SR
APROCESS  f ke — o
T LA S— S i s

6 SCHEDULE.
7RECOMMEND | |

8 DECIDE

-9 RECORD & NOTIFY | : I
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PROMOTION | —

OPERATING ‘
CAREER COMPO'?\\II\IJERITS PERSONNEL

: HEAD OF _OFFICIAL
MPLOYEE UPERVISOR | cape seRvice| PUD I CWD. e SONNEL OLDER

| RECOMMEND

|
2REVIEW J S—— -

3. CONCUR OR " -

ARVIEW | 1T =

5. APPROVE OR - P -
. DISAPPROVE |t _.'.;_'3
. _ -

6.NOTIFY
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27 July 1954
QUESTIONS CONCERITING CAREER SERVICE |
Preliminary List

This ligt conbains all questions received by CCB 26 July. A [inal 1lsb will be
compiled after the Career Service Conference on 3 August vhich will include
those which are roceived late and thoss which are formulated at the conferenca.
The Serdal lumber vhich precedes the questlony i.e., "2=3" should be used for
locating or referring to the question. The Key lhumber which follows the ques=
tion, 1cCe, (343) will be vsed for transmitbting the appropriate mswor back to
the originatore.

In order to promote analysis of the questions and to facilitate the formalation
of arpropriate answers, they have been grouped in broad catepeories. Duplicates
among the LO1 questions so far received have been eliminated leaving a net total
of 226 here tabulated. Several Key Ihmbers follow a question show the froe
quency with which the identical query has been made (for example "17-l, What
advantages would the Carcer Staff provide the amployee?", was asked nine times).

The 1101 questions were received from the components of the Agoncy as followss

(ffice of the ICI 3
Office of Commmications L2
0ffice of Training 30
Office of Personnel 69
DD/P ares Lb
SR Divieion 27
EE Division 8
PIC Staft s
TS ’g
DD/L area 118
CHR 58
1
0CT 18
DD/A aves 95
“anazemsnt Stalf 63
ledical Offica 13
Comptroller 18
Togisbics 3
TOTAL il A

SeBnleallelrl
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QUESTICNS CONCERNING CARFER SERVICE
Preliminary List

- CONTENTS

Legal Aspects of the Career Steff (3}

Length of Service (1)

Veterans Preference and Reduction-in-Force (8)

Promotion Polisy (14)

Fitness Report and Personnel Evaluation Report (2h)

Filing of Applications (7)

Consequences of not Applying For, or not Being Accepted
into the Caveer Staff (25)

Dual Pexrsomiel Systems (7)

The Selection Board and the Examining Panel (L)

Size of the Career Staff (5)

Civil Service Status {5)

Selection Criteria (36)

Personsl Considsrations and Interests (12)

Women and the Cereer Staff (7)

Assigrmment, Reassigmment and Rotation (13)

Overseas Service (22)

Benefits (52) ‘

Problems of Clerical Members of the Career Staff (5)

Change of Career Designation (13)

Training (6)

Disacreement concerning Assignment between the Individual

and the Ag {(2a)
Toure of Duty (L)
Career Develepment of Junior Personnel and the Junior
OffScer Training Program (1)
Iife and Health Insurance Plans (9)
Carsor Planning (L) ,
Problems of Military Personnel sad the Career Staff (3)
Separation, Selection Out and Resignation (12)
Miscellansous and General (S1)

elw
wheCoReET
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3, 1BEGAL ASPECTS OF THE CAREER STAFF

-1

1- 2

What is the legislative or legal basis for the establishment of =
Carear Staff in CIA? (300)

Is the AppM.cation for Membership in the Career Staff a contract?
If so, what are the spocific obiigations of each party? (8) (%)

2, IENGTH OF SERVICE

2-1

2= 2

23

2= b

=5

2= 6

e~ 7

2- 8

Wy is a period of three yosrs! Agency service required baefore an
employes can mske application for Career Staff membership? (57)

What information ie avallable about en employee after throe yasrs
that is not availsble efter one year? (29)

T thought I was an employee in a career progrsm since I had finiehsd
my ong=yoar probationary pericde. What happens to thie past “Carser
Servico®? (273) : '

What considerations regarding threse-year Yprovisional pericd® are
given for someons who entered O8S in 1943, was automaticslly trans-
ferrod to IRIS, Depertment of State, end to CIA when iV was firet
orgenized in 1947, transferred %o Foreign Service in 19L9, trens~
ferred back to CIA Decembsr 1953 and, therefore, now has less than
thres ysars of CTA employment? {35?5 '

hy is not membership in the Caressr Staff made esutemetic after three
years! service with the Agency, since gualifications are determined
prior to employment and during the nomal ome=year “trial ssrvice
period®? (28}

Will there be an opportwdty for the caresr government ewployes who
has not yet completed three years of CIA service to express now hls
desire to becons a member of the Ceresr Staff? (63)

What is the basis of the thres-yoar minimum for membership? What
about & highly qualified persom whe comes to CIA wishdng at ths cute

- met to maks 1¢ hia career? Will not his development on the Jjob be

ourteiled for a threo-year paried? (371)

Ia there any provision for waiver of the threecyear pzﬁvisicnal
pericd for a psrson who has clsarly demonstrated outstanding ability
and qualifications in a lessor period of time? (69)

| =2

W GRS ae o aem
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2= 9 If all preasent smployses must complete the provisional perioed, csn
this be ethically required since peopls have already beer told that
they are career loyees when they satisfactorily complete a onse
year peried? (23?; , o

2=10 Wiil %trial periocds® and “provisional periods® be made retroactive,
or waived, in the casg of employses who have beem with the Agency
for mozz ;hs)m the necessary numbsr of yoars, and who qualify otherw
wisze? (250

2=1] Wha$ recognition does the Career Service afford to employess with
many years of satisfactory service with other Government agenciaes
but who have not yst completed three years with CIA? (32;?'

25X 2=12 Paragraph 7 (4) (b) of [ lstatess *n tha case of a persen
who is on duty as of 1 July 195k, an abbreviated review will be cone
ducted by the Exami Panel." Does this mean that ev on
beard 23 of 1 July 195 will be screemed soon, or will ¢hey have to
campleta the provisional perlod?. (225)

€=13 Regarding Permanent Civii Service Status, all personnel with Pere
manent Stabus (with a few exceptions) ‘acquired that etatus prier to
Sqptamber 1950, hense have over thres years of Governmant service
and have served whatever “trial® or "provisional® service was
- roquived to acquive Permanent Status. Why then should such CIA perw
sonnol be required to serve probationary periods all over egalin to
acquire a second Yearesr® status? (53)

-3 Vil the “effective date® &f menbership in the Careqr Hat? Lo tis
same for all with three or more yoars of service?

¥hat 1s the significancs of this effective date? (119)
3o VEIERANS PREFERENCE AND REDUGIICN«IN-FORCE

3= 1 What effect does the preferential treatwsnt of Career Stafs employess
have on CIA employses who have Permanent Civil Servioce Status, in
the event of a reduction=in<ferce? {326)

3= 2 Preforantial consideraticn is offered for Job security and for
: spacial training, How would this be expectad to work, for example,
in the case of a reduction=in-force? (37) :

3= 3 In case of future reductions-in-force would all Cargsr Stoff enployoas
be in a preferred category? How about a nom—veteren femals ampioyss
with Corser Spaff status versus & male veteran employse who doss not
yot have Carear Staff status? (245) |
=3
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3= I Assuming a reductiocu-in~force in CI&; hoew would I, as & member of
the Career Staff, stand sgainst an employee with equal yoers® CIS
service who is not & momber of the Carecr Staff, but whe is (1) a
veteran, or (2) has Permanent Civil Service Stotus = {asouning
that I an not & veteran and de not have Permanent Clvil Serviece
Status)? (6h) .

3 5 Some statemsnis in paragreph 3s of| seam o cone
£lict with present laws, For exa » not a non=carcer om~
pPloyes with vaterana® preference have more Job security than a
caredr employes without preforemce? (232)

3= 6 Doss a member of the Career Staff have rights over thoss who are

not menbers in casss of ysductiohein~force, or do the Civil Sorvice

rules override thowe of ths Caresy Staff? (323)

3= 7 In case of reduction-in-force it 18 assumed Upreferential cansldc‘s
eration for job sscurity ® msans non-Coreor Staff wezbers go {xé=
gerdlioss of seniority) snd Carewr Staff mewbars will be retainsd,

Is this 80? If not deliberstely intended, is it not possible such

a censiderstien will develop in later years? (193)

3-8 What ave the implications of veterans® prefsrencs versus caresy
servics preference as appiied toc Job retention? If vetorans?! pro-
feronce rempine as it is now; where pegarding job sscurity doss a
nen=Caraer Staff omployee, who is a veteran, stand in the svent of
& reduction=in=foree? (394) .

=l
STCaliohe

D mn W e
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PROMOTIOR POLICY

ho 1

b @

b= 3

b= 8

o &

Will Career Service spesd up promotions? (276)

Is it compulsory that each suployes gerve the walting poricd belfere
he can receive a promotion. If so, will the Offin2 of Persommel

police 187 (335)

"The Office of Persommnel will furnish & monthly listing of all mem-
bers of the Careor Sorvige who have entered the sons of considssa-
tion." Does this imply that non-Career Staff empleyees do net
receive equal comsidsration for promotion? (373

Wil Cersur Staff members carry their grades on their backs the way
Army eand Navy officsrs do? (155)

Undez the Carser Service Program, will I keep pressnt grade when
rocssigned from overseas to Headquarters? (274

What consideration is being given 1o increasing grades that can be.
offered to poténtial employees, particnlarly those in the technical
categories, in order to meet the extremely high wages that industry
is offoring this type of employee? (172)

b- 8

he 9

b=10

Le13

h=12

Vory seldom would porsonnel in ceitain slots be assigned overseas.
However, thess are ossential to support of overssas perscnmel.
Whet differentiation in remuneration should be instituted to benefit

people in overseas slots in comparison with people in support? (315)
Is it not advisabls %o estsblish pey difforentials on a sliding scals

for overseoas assigmment as compared to Headquartsrs, this is in no

way to offect cost of living allowances? These pay differentidls are

in no cass to be reflscted at the post. (316)

Whero have double grade stages been esteblished as the normel pro-

gressicn, and do individusl Officas or Cerser Boards have prerogative

to place more stringent requirements on Agency policy regarding
promotions? (i.e., time-in-grade, etc.) (168)

Can & non-career employse be demcted in order not to restrict the
advancement of a caresr employee? (343)

What consideration is given to information furnished in Items 9, 1l,
15 and 16 of Form No. 37-151, Perscmmel Evalustion Report, in carry-

105 PR3V AR F SRR 1200 71 ,C A RBIS S aR0001000200011336)
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What dzpact will the policy of "serve anyvhoere anyting at any type
of work® have in following the basic “equal pay for equal work®
elassification policy, to which the Agomoy 1s committod. In other
words, if a person is a GS<}; and returns from overseas and there
are only GS-13 alots cpen - does he take a reduotion? (3ik)

Leoking to the future
what benefits will be ‘mwsivuver o remm perscnnel who are
on TDY for extended lengths of time? The type of persennsl ro-=
ferred to are “in ond cuters” servicing the world, TDY pay never
covers astual expenses. (319) '

25X1C4A

. 0 W Ty IR A

FITHESS REPORT AND PERSONNEL EVALUATION REPORT

S~ 3

5= 2

5- 3

5= I
5- 5

57

e 8

5= 9

Will the "Fitne Report® lz0e the "Per. 4 Eveluatio N2
{120) (84) (195) (332) (3hbn rocme Sralustion Report

The 0ffice of Personnel ,ia still sending out Personnel Evaluation
Beports for completion. Io the Personnel Evaluation Report now .
gemp;.etely oliminated and replaced by the mew Fitness Resport?

239 : .

What is the relstionship between the Fitness Report end the Persounsl
Evalunation Report? (244) '

When will the Agency start using the Fitness Report? (229)

Will the present Personnel Evaluation Report be used at all? If 80,
under what conditions? (228) i S .

?ega) Fitness Report apply to persons selected for Career Staft?
(163 - ' .
W11l the Fitness Report be used for all grades? (231)

In osze the Fitness Report is not shown, what provision is made for
an individual to defend his pesitiom? ({363)

Wil & training px'ogrm (sinilar to the one conducted at the time the
?ersc;nnel Evaluation Report was first used) be given to supervisors?
230 :
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- On’ the premise that Lor ene’paracn to evaluste another 1% 4s de-
.- sirabls for the rater o be Grajmed, de 1% condemploted that o o
o course. will be offered 3o Lratn raters in the preparation of Werm
37-189, Fitnoss Ropewbs- {67y L e T .

With regard te the Pitmese Heport, iy did the CIA Caross Sevvice

Boord mule thab 1% wae opbiomal e Lhe ' superviswr $o show 1% o

- bhe employea? 4n inconsistont pelier in bhie raspect conld b &

_wevy bad morale fachow. M the very Lensd showldne the Heads of -
majer Ageney conponente adept a wnifoms policyt {ah7y R
- The Fitness Rapert includes & sbabement which says, "I} 18 opbione
ak vhethor or not thie Filtness Hepord iz shown to the peracn Being
ratode® Any vepeyd which im an eveluabion of perforpance has 1ittle
value obher than its uvee Lo improving personmel perfoxmmcgs  To °
hare evalumabion. reportr Wich are not Imown %0 the individeal placed
in ofliciad files 13 to oondons the acowmulation of gubjective and

5 perhaps demeging informetios walch cen b misured and whioh has

Aast its ourreat veinmo. Why give up & most sabilgfaotory Porsonned,

- Bvaluation Repord {(1f vwesd properiy) for ene (the Fitness Report)

that can leed %o miguss and the ereation of gecyed appraisels and
character and ability ausasinations bsvauss of the opbionsd eud

- provided %o weak svpervisérs? (350) S R

¥hat is the p«ﬁa‘:gem @i’." the wp{;:?;a“u of mhmxﬁng'm* L0 ﬁhﬁ%‘ﬂﬂgxﬁh@
Fitnogs Report to the individual swiluabed? (362} (7) (186)

Tho determines whethar o nvt the PMinsgs Beport is shienn %o the
- person being rabed? {iz6) _ :

In fubure years, the avcumulation of Persennol Hvsiuobiom Raports

© and Pitness Repoxbs wiil reprogent the combined eveluation of am

- empleyees net worth So the Ageney. X some supervisors are ¢are~

less o cagual in their approssh to these reports how can we be sure

‘that each employwe actnelly gets a fair "break® regacding whet is

8eid about Wim? (2h8) 0 o - . - o

What is visveddzed as 3o tho. wodrking relationship betusen moambers

arel nommembers within the Aganey such ase _ ' : '
Will Fitness Reports for caveer sboff individuals ke made out by
supervisors in the gase whors the superviscrs are npob a caresre

‘ staff membery e L : : :
furgy
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an avbretvlabed raview with mgpact be am ':rhat»};ma on duty as of |

(e}

by ds an @ff‘ﬁm% mw 4 @mmm & an onp. fzmm"m @Mgflbﬂ:ﬁ.ﬁy

E@x’ﬂ the Caraor Shal? mes smpaary iU svery GIA szployes s subo-
matirally eligibie afber the 3 ;gw e pwmumwi& pmr:&od Taam‘ing

_%ﬁm&ui&fﬁ ﬂ"'mﬂr mm 6’}3553%’1&"“&@&’- )

Will 4% ba necas :sm'g 3?0 %Mw Individe sﬂm wh@ have mimp'ﬁ w&c‘f:ﬁ

Shrey years with the. Agency b0 nake ferwsal, sppdioabion Lo

me?mmws%ziw’a or awalf nob iicatdon of @hgﬁm Ry or wdid thﬁy
%'SLEEN%M‘Q"L&,}}’ LT @em}.dmmm (97) : ‘

Ts Shove axy ﬁb;}gm‘z.icn fo él’mi‘Ma &mpiﬁm,yr L ﬁ«m@mt‘!ﬂg m :

Cepplicabion 18 they have no% roeeivad of Tiodal nobdfication |

of thady eligibility wiﬂ@«m a we mnmwe B! ﬂm £ Ammmg data
of mmmmm {329)

w"%mm)wﬂ%l Amp’*.imt:@om for F&ml’m wadp bo raady fw&:' dimﬁrﬂhumcm?
8 Y

i 'L.mm@ auy date by m}xi h" ennloysss ggm.ﬁ e ﬁ‘ﬁgpfgﬁﬁ
pp:'w ab eny tims? (@37) : EEN

Mo éasv nors devf‘initiv&a tire been debersdnad vhen wnd \mmiar w?m‘b
Nmﬂ’ Wbione a pe:mam ﬁmn c&c,ap;pl;gé 18 bhe uzw Rfm*x onee ra*{mmtmli

M‘f )

»

Sm@a{swl »I}“ T

T P ey

N rém my
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7. CONSEQUENCES OF NOT APPLYLNG FOR, OR NOT BRTR: AGCEPTED INEC THE CAREER

STAFF
71

T 2

&5

=

7= 8

7--10

Wbat are ths consequences to the indl idual of failvre to apply
for mesbersbip in the Caresr Staffz 13} (A73) (03) (227) (272)

What ars the implicatioms for a persc. who cleots not o Joln the.
Caveer Staff? Can o statesent be mod: regarding the assusptions
whioh will prevail comcerwing those Faple whp do not jeln?

Khat are the poscible sdverse astione” (369) (190) (234)

Tt wonld seom frem resding reforence that a nou-Carger Staff ewployes
is "through" forr all prastical purperae. WAL Shese bo any posdtions
sxempt from the Caresr Staff? What, £ any, incentives are beinmg
offered to non-Ceresr Staf? ergployess? Why hawe s mon-Career Staff
if nothing tangible will be offered taew? (191)

If an employes is not esoepled for, or dose not wish to apply few,
mezbereiip on the Cerser Staff, can ke axpsct dieadssal? (43)

Khat «m‘m?mon mﬁn be w&d@mbmﬁwmﬁ ouresr and fun-Uarenr
wxployens in o such things as choloe of ssalgmusnt, pro-
notions,. @mm%ﬁzl ) S ‘gt

If an Agenoy exployes declimes %o joinm the Caresr Staff but intends
to remrin a faith™Ml and bardworking CIA msmber, what will be the
?gg;ifq?gjgg?s‘? Wiil his good intentions be honored and recognlasd?

Why in it necessary that an cmployss reply by memoranium os to W
hs does not desire to baowme a member of the Carser Staff? @mlsv

I am supporting my mother, whone age would p:mvém her from mﬂlﬂ@;g

foxr this reason I would not vare %o jein the Caremr Staff, What

aoffect will this have on ny eaployment with the Agoney?  (268)

What would be the adventage to amyone for e peraon within a year or
two of retiremsnt to beoome 2 member of the Caresr Servies? ??378)

What effsot will a mjéémt«i@m by the CIA Selestion Board have on the
applicanfits continued employmsnt in the Ageney? (393) (100)

LS
BB
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7-11 %o whom msy the cmpleyes i1 in oxse ho applies exd is not accepted
far ths Cavesr Staffr (202 '

7=12 What 15 to be the tiltude re prectical problems of moral stm'ng
frem tarn-downs of individuale for career seyrvice, or other t4ype
gggﬁ.a@k»mlim end jmh or unjmet charesterizations of “mimuty“?

7=13 Is it not correct that an employee cousidm unmuitable for the
Cavesr Staff is alse unsaitable as an empleyes under any status? (30)

7=24 It is fainly well umderstced by all conosrmsd what a “probatiomary®
enplayes isy howevar, during a two-ysar pericd botweenm ths tiome an
individusl is & “probotionusy® employes, ho is Sdentified as a "pro-
visiomal" smplayes. The quostion sluply is thiss wm&, is an "provisional”
enpleyes, and vhat ars his advantages and opportunidi
asalgmwunt, promstion, scparation, eto.?" (399)

7=15 It is stated "thet the ourser program is applicabls %o all U- 5.
citizens who are staff eiployees or staff ageats of the Agonsy®. 25X1ABA
Howswar, it has besn detorsined that Service Designatiens are not
applioatlo 40 some ataflf emgplmss
If these individuals are not avers of the Agency Career Diell, Dow
will the bewefits of this caresr program b@mxtgmﬁ@ﬂ. to them? {72)

7=16  Shouldu't the persemsl progress of any non-member be. ascorded Ajust
and equltable ettention” if s work and condust are mmm@mm

7=27 In comostion vith the ecprit de corps of those not qualifying f@r or

not electing mesberehip in the Caresy Staff w&w@ features are oﬁ’femd
othsr than ”G@mmnﬂ; Serviee™  (245)

8. AL Mwmzm smm

B l mwmﬂmaapmﬁrtmm mntwsmmmmmmmwm
intogzate thews@ml@f&rmpmmwsmmm&m '
Forelgn Service, where their official functions comverge, into a '

- &ingle adninistraiive system, tims putting an end to the instimtieml

saparatences of thovs main funstioning arms of U.S. diplammeyt,
| In viev of this, 18 not the trond of golng in the direction 25X1
of rapeating the Suste Department’s M tter experiemcs? (39) (311)
<10 |
FIERED
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Asguning thmt the Career Staff of CIA Ims besn modaled to sous

extont after the Forelgn Service of the Deporiment of State, how
sppropriats L the latter as o medel? (208)

It &8 ny understending that the State Departuent heg & "Forelgn
Servies” and e couparable YStaffe sot-up, eseh separate and egqual

in statne; epportenity, sts. Similarly the militery departucuts

do not separate employess as to status other thun thooe with Peronpon?
Civll Sovvice Status and thoss witheut. Carcer civilian euployens

in the military have a free cholee ma to lceation ad type of
eeafgiment and are not sategorised acccriing to thelw eholosn, Dosn
1t ot appear thmb the GIA Corger gyston attempte to impose the
miitary typs of regligatation and implies thmi enly tha “salect”
ehnll remp the banefite? Is this so? (56)

%gﬁm Camper Stalfl amdogens with the State Dopartment Forelgn Service?

In the interost of ergamizetional harmeay “in the ramke®, i1s 1t wise
Eggﬁ 3;&%‘&@ & "gaste® ayoten, 1.0 "Coreor Staff" e, Tnon-Coresr Staffey
Va, . ’

This 8%aCf in no Wy esn be Likensd to the Foreign Ssrvice er the
Raguler srmgy, Is it e *Staff® at all er movely a matter of taiing
the cath of obedienve? (142) .

9. THE SEIYCTION BOARD AND THE EXAMING PANEL

%1

fuong tha proposed mewers of the CIA Seleetfon Board will bs Poraonnal
from the Offides of DB/P, D/I emd DY/A. W4RL any of those pippossd
@%ﬁ%@z parsons vho ave frosm or wie represent the irves Divigions?

) .

Ung any thought bean given to using professional porpoansl, suoh as
doctora, payohnloglat; oto., to edvise the Board smd Panal? (223

An ewployse enterinsz om duty on or shortly after 1 July 1954 must vait
three yesrs hefore maling his spplication. Imaameh ag the vork lead
mﬁillﬁ agazm @r%apadm %:@ w@iﬁm t?wwmﬁ gﬁt& horce, why doss an abbweviated
avY 1 3 he Ivmmining Panel as
_ w0 ' ng » 88 oppozed to a

=ll=
b: Pialhe i Dty
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0. HIZE OF THE SDAFP

18- 2 Is the Coresr Stall enviec ged 88 & WMM@ cenps emtpesing a9
ueny Agency esployees ag poscible or rather 8 relatively restricted
group? (?53%‘3&) | ,

10~ 2 Is the mwber of selecters for Career Service to be fimd or fivdd, axd
' what feoters will govern any changes? (76) (252)

Al 3 ‘I@ 1% anticipeted that mest present euplayees of CIA will beceme wembers
ef the ﬂ% Stall er will the Carser Staff by restwieted te an elite
gronpl |

N

41, CIVIL SERVICE STATGS

Ade 1 WHhat will bo tho atatve end relationshdps of those who ere mombavs of
the Ceresr Steff bt do net have Permanent Civil Servies Statue, snd
those who bave Pemsrent Stoins b ere not members of the Carver
Staff?  {(96a) ' :

13- 2 Thoss persorms) who emtered CIA with Pormemend Civil Ssrvice Statup
o ‘bad alvays considered themsolves to be Ycaresr® Govermaent euployees.,
o/ While 1% is undersised that if you did not hove Foomeaent Stadus pricr
' to ontering CIA you do not gain 4%, 4% s elso undsrstecd that if you
hevs Formavont Stalns you do not loge 1%. Hemos, svo not all suoh
mmwmm%m ?giﬁm Civil Sorvice Status Guveriment "earesy
peraonnsl edng such, is further testinmomiel wegending "cevess”
status? ia ordsy? @5% e '

= 3 I bave beon enplayed by the Government for 14 years - 4 yesrs in
CIi, FWom-status., Has any thought beenm given to the possibility of
sequring Civil Service Etatus o the equivalent thereof for Agacoy
eplayses with lengtly Goverowsat service. (118) |

11 4 Ip not acoeptarne of membaraldp in the Cearser Staff a wedee 1ln the ferm
of & signed contrent %o be £i1led in later st the discrvetion of ome
sontracting party withat the consent of the other, so that im the
guige of “filling in the detalls® end "developing tho progren, ® the
Ageney van, in offect viclate Civil Service rights in epirdt AL mot
in tangible waysr (W ' '

R
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12. ORITRRIA

25X1 iz 1 Paragreph 5b of | | states that the Seldection
' Beard will formvlate sppropriste criteria for selection.
‘22;23“'? %gs@ exiteria? (22h) (oh) (102) (113) (262)
38) {3 :

12- 2 If a porson io & medical hold {cannod prossed overscas fop
medical reasons) bud has proven his ability to perform his
\/ dutles in a satisfactory or even exemplary manmer, will he
be admitted to the Career Steff? If so, who would mele this
decisfon and who would have the £inal say? (192) (342)
{(331) (322) (u5) |

12- 3 How arbitrary are the eligibility oriteria? Could
dength of CIA ssrvice, say {ive years, bo substituted
\/ for college degreo? 80, within whet ldmitations may
subsiitutions be made without apprecizbly lowering sppli-
canta? over-gll suitebility? (197)

12- & In vaat temms will ago, health and oducabion be sonsidercd
w - s factors in the golection of individuals for Carcer Sere
vice? (1) (33k)

168 .22"6 ’ghem &ga limitations on neadership in the Cureer Sorvice?

/12> 6 For those auployees row eligible, will they be blanketed inbe -
/ ?hg’l. i)ﬁw Service or will there be & thorcugh screening process?
2 4 . '

12 7 Wil all employecs "in good standing” be selected whon they be-
some oligible? (136) _ ,

32- & Is the Sslection Board empowered to overrule or reverss the
recomendstions of the employee’s office chief, the Sscurity
Office, atoo? (85)

12= 9 Will security conasiderations play any part in aligihiiiﬁy for
the Cerscy Staff? (123) . '

12-10 %gié% the Exauining Panels have sone selectivity responsibility?

caﬂ‘m
- | BoECuR-E-T
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If the brief evaluation reports submitted pericdicslly sre used
85 criteria for aelection for Carer Service, what evaluation is
required for selection? (257)

A5 a epiteria for selestion for Career Ssrvice, is it proposed
to moke individual in :ur{ of one or more suparvisors under the
gbbreviated review? ?256 )

Paragraph 5b states that the Selection Boerd
will formwlate @ppTOP iteria for solsction. Have any
eritertia beea formmlated to date? (223)

On whot basis will the Selection Board reject membership sppli-
eationg? (77) (367) (392)

Certain segments of the Agency require a mora strict gecurity
olearance than octhers. Will an individual be barred from the
Careoy Servise if it is known he cannot be cleared for all parts
of the Agemny? (12h)

If under this new Carecr Progrim an individual is baxred for
acoaptance bacsuse he cannot meet the security requirements of
cerbain highly restrictive gegnents of the Agency (i.e., FOD
ve 0CI) will the individusl be told the reasen? (125)

Yo have heard much about the mechanics of selection but little

shout the criteria for selecticn. Is not rejection téntamount

to saying that the individual is being seriously considered for
separation for oamse? (135)

If we ssmume that all eligible employees "in good standing® will
be selected, doss this not make elsborate techniques of selec-
tion aubject to eriticienm and aome ridicule? (137)

Tsn®t there a serlous danger, through an "sbbreviated review" in
the case of thoss on duty as of 1 July 195h who are eligible to
make spplication for membership, of fsilure to detect and screen

&

out "dead wood"? (3%)

Will the 3Sapage psyohistric questionnaire some people bave filled
oub be used against them in considering their spplications for
membership in the Career Staff? (82)

Is the real test for mesbership in the Career Staff one’s willing-
ness Lo accept any assigoment within reason? {31)

<lbe
S-E-GRL

Approved For Release 2003/04/17 : CIA-RDP80-01826R000100020001-2



ApprovBesfor Release 2003/04/17 : CIA-RDP80Y/826R000100020001-2

31222 | If "due consideration! for the parsonsl situation of the axployee

12-23

is muling, ie it not 1ikely that the net result of the Career Ser-
vice Progran will be a) & relatively smel) list of exployees who
can and will go amywhere for any kind of employment at any time,
b} enother small lst of employses who will not transfer under any
efircumstances and ¢) the great bulk of employees.willing to trange
fer only under certain conditions? (27) "

Is there any concern as to the potentislly damaging effeots upon
employse morale as a result of anncuncing that suoh individuale
who wish {0 contimue their careor association with the Agency will
be placed in a state of suspenss for an indefinite pexriod as to
whetner they will now be considered "suitable® in relation te
undefined eriteria for merbership in the Cavser Staff? (297)

13, PEKSONAL CONSIDERATIONS AND INTERESTS

13- 3

13- 2

13- 3

13- by

In regerd %o paragraoh 3b of what interests and perso
circumstanses will be nonsidJm?mL) :

Hould you comment on the geeming unilateral espect of the cone
tractuel relationship between the Agency and the Qarsor Staff
member in that the individual executes a £irm and sbsointe written
commibnert and he regeives in return only the assurance that cone
sideration will be given to his particular capsbilities, interests
and personal circumstancos? (347) ‘

What 1is entailed in f#ful) consideration will be givén to my parti-
sulayr capabilities, interests, and personal eircumstancest. {12)

The application for ‘embership in the Career Staff provides for
sonsideration of the employees® capabilities, interests and per-
sonsl eircumstances. Does this mean that an employee will not be
required to accept an assignment in gum® arca where the climate
would be detrimental to his or his family®s health, or a remote

é(mg;;gment if he has aged paremts or, perhaps even aged in-laws?
5 )

The application for Bmbership in the Carear Staff provides for
consideration of the amployess' cspabilities, interests and per-
sonal circumstances., Does this mean that an employee will not bs
required to accept an assignment that he i3 not capable of perform-
ing, or one that would reduce his grade? (25)

Ao
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25X1 13- 6 Atteshment A Paragraph 3, = explain the line, "I an
also aware thet as a member of the Career Staff, it will be my
obligation to serve anywhere and at amy time and for any kind of
duty as determined by the needs of the Agency, and 1 have been
assuréd that in ordsr to sarry out this policy, full considera-
tion will be given to my particular espabllities, interests, and
personal. circumstancos®e (184) -

\/13@ 7  As a Career Staff member a peraon':.ls obligated to sorve anywhers,
' anytime, Who dstermines the Agensy needs and who gives considera-
tion to the member's interests? (10) (160)

13- 8 Will a regulation or other policy guide be published which wild
indicate those Pparticular capsbilities, interests, and personal
circumstances® vhich will influnense the Agensy in the mandatory
assignment of individuales %o hazardous duty? (396}

13- § What happens if for some rezson, circumstances alter situations
and on individual does not wish to serve at the plage to which
soheinled? In eight months time a lot can happem. Would refusal
%o serve antomatically eliminate the individual from participation

- 4n tho plan andfer a job with CIa? (185)

13-10 Should people be encmréged to join the Carser Staff if they are
awars of cerbein inflexible oircumstances in their futures? (351)

/1311 Can the guestion of joining the Career Steff and its possible
(312 jmplications be discussed with hmsband or wife? (384

U/ e B A
o vomn | H U '

- & What consideration will be given to women employwes in the develope
mont of the CIA Carver Staff? (121) ‘

s 2  Should a merried woman whose hsband’s career must be her first
consideration apply for membership in the Career Staff? She na-
turally could not agree %o serve anyvwhere and at any time and for
?ng .’r)dnd of duty as detemiined by the needs of the Agencyo" (243}

353 :

iho 3 If both husband and wife are members of the Career Staff can they be
asgured of conourrent assignment overseas in the same area? (70

@17«:
S<E-CoB-E-T

Approved For Release 2003/04/17 : CIA-RDP80-01826R000100020001-2



ApprovéWsor Release 2003/04/17 : CIA-RDP80-8#626R000100020001-2

BEEEEL

Will married female cmployees be reqired to sl am 8gTes .
?{gg@ oversoss in order to asquire monbership i?‘ the CGareep Sta%‘z?
In the event that o mesbor of the Career Staff is nowinsbed for

overseas duby, and the momber's spouse is elso amployad by the
dpency, would efforts be mads to also find employment f@g‘ the

Bpoune ot the new post? (§6)

W11} marrded women who are Hﬂling o go overscas if they
| g to AL can
- takto their families be €ligible for ¢he Caresr Sﬁaff?-b ?ZEO)
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ASSIGHMENT AND RIASSIGNMMNT ROTATION

Will Cercer Sepvice prevent proselyting of an office wpeon sransfer
of the suporvisor? (277)

Are there plans for free movemend of personnel aucag offices ab
Headquarters and in the fisld so thak, for axmple, & mamber of
the Compiroller's Office might be asgizned as a Budget 0Lflcer to
a IDfP office? {47} '

¥Will 4% be mors difficuld to affecs inter-Office transfers whan
ths Carser Staff and Carecr Servico Designations ave in forcel

{ag)

Dgss the individuml have any choice as 19 the type of duty
offsred when he is a usuber of the Coresr Staff? (115)

Fgr O2R doss the Career Service Progrem do more than formalize
the existing situation in relatlion to rovatisn and oversens
assignment? Any further elaboration ¢f Paregvaph 3o in

Hegulaticn  Jwould bs wolcoms. {379)

Pergonnol asslined to the DD/I complex sre seldom consideraed

for overseas duty despite & willingness on the part of many to
gorve 4in such a capasity. Conversely, ID/P returneep from over—
gens do not appear to bhe getting an opportunity to round out their
exporiencs in the Agency through rotation to the DB/I. Will the
nowly astablished Carser Staff provids for interchangs of assign-
mants between Ghe DB/I and DD/P on a reasonably large scalel (93)

Will replecement for overseas returnees e considersd at ths

. goms $ime his reassignment 1s considered? (170)

Since the Covesr Staff employes heg sgreed to "serve anywhers
end at any time and for any kind of duty®, night 1t not develop
that the Carser Stoff ewployess will be obliged' to accept the
less desirable assiznmente and duties? {(204) ' S

Is 4% no% pousible that the Cereer Staff employea migh@»bo‘
oblized to accepbt an assignment in some gapacity*oﬁ@abk;ﬁ&n_

_ thed indlcatad by hia Serv;ca'ngéigngtiog?T {205)

‘ al9ca~

0 P i

| X SR ww aar K
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o e e G @@ Gl

Wiil all the members of the Career Staff be considered auto-
matically for £illing positions at & high level throvghout the
Agency, assuming that they have the requisite experience and
training? (49)

Assmming_th&% a momber of the Career Staff is sent overseas, will
this be for permanent overssas assigament? If not, will an
employse he asgured, upon his return $o ?h&dqpartarag of & poesition
with duties and grade comparable to those which hs held prier to
oversses asaigmmont? (46)

Whot iz meant by the ntatemsnt that a member of the Carser Staff
will be required to serve anywhere, abt any time and for any lind
of duby? Deas this mean that, for evample, an administrative
enployee might be required to serve as an Intelligence Offiser,
or thot his grade might be affected by such an assignment? (42)

How can & "specialist® in ths Adnin field, le®y finance
logliaetics, or persoanel, qualify for an Administrative Officer's
position? In other words, how doss cne bromden his experience in
order %o be qualified in the oyes of ths YA Career Boardl (2b1)

HAS Su}WICXb

Since I prefer overseas servica, mll Heasdquarters duty he
mandatory? £2?5} BRRets

What practical effact will naraam@nta to serve anywhery’ hnv& uﬁon
Agsney determinotions to nssign. paraonnal overssast (233) -

Can we asgume that ell overseas pecple will have %o becoms
mambors of the Career Staff, in which cass selection for overs
seas is the seme thing as selection for the Career Staff? (139)

D@aa not ths whols progran boll down to a matter of a devics to

maks i% harder for Agency personnel %o decline oversead assigns

wens? {150}

Since employmsnt with the Agency envisions overseas tours of
duby, what steps are being taken to inform epplicants that thig is
& requirement, and what formal sgreements are planned that will
hold them to this requirement for overseas duty? (174)

5-B-C-R-B-2
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55510

16-11

1612

16=13

fhe Office of Training hag no ons gverseas oOn a permanentfbasiae

The Office of Training will have a continuing need for highly-
qualified psrgons returning from overseas to use them as instructors.
Could the procedures be changed 80 that the Office of Training

cculd review ths Field Noassignment (mestionnaire and gelect some
individuals for possible use in the Office of Training? {238)

A Capreer Servics nestionnaire is now being circulated throughout
DDJP (Form 59=174). Lach employee is asked to indicabe willingness
for an overseas Saur. Could an employee state that hs is un-
willing %o merve overseas and atill be eligible to meke application
for membership in the Coreer Staff? (242)

Decs Caraesr Staff stetus meen that an employes would, if so
dirscted, he subject %0 mandatory travel overseas as is the case
for militery personnel? In other words, la i% contemplated thay
shere would be involuntary PCS transfers oversess in certaln
cnaes? (218) (244) o

1f 4% is not an objective of the Caresr Service Program that each
nember of the Curesr Service holding a responsible position shall
have oversens service with the fAgency, can an employse feel that
he cen be contimied at his current station until reassignment is
ponsible? {(20) ' - ' '

Ig it an ijadtive of the Career Service Program that each nembery
of the Coresr Staff holding a responsible position shall have overs
gens gervice with the agency? (22} '

I have two (2) children, ages 18 and 19, that have graduated from
high school, One is now working and the other is looing for a
position. If I were to¢ go ¢versees would any consideration be
given theee children, that is, would ths Adency give them &

pesition at a comparable salary or am I to leave them on their
own? (266) ' | :

Can every member of the Career Staff positively expect overseas
assignment? If so, how soon? (45)

Will officers presently at gradss 14, 15 and 16 be given opportunity
for foreign assignment if they are otherwiss qualified and desirous
of such assignment in the light of the apparent caresr advantages

in having had such duty? (110) ’ '

=2le
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16=-14 Is 1%t the general feeling of the Bxecutive Officers’ of ths
Agency that oversecas experieance is essential for a Career Staff
member whese present or fubure responsibilities include the
genera) coordination of intelligence requirsmenta? (109)

16=15 A new questionnaire regarding awailaebility for overssas duty has
paen circulated. Why are the gtoisments mode in original
applications for CIlA empleyment regarding avelilibility for ow
peas duty not sufficient? (48)

16-16 If it is an ebjective of the Caresr Service Prosram that each

: meuber of the Caveuvr Staff holding & resvonsible vosition shall
have overseas service with the fAgency, can an employee be gZiven
any assurance of reassignment to Headgquarters upen completien of
a tour of auty oversens? (23)

16-17 Is there sufficient appeal in the advantages of membership in
the Caresr Staff to convince an employes that he should oblizate
himsalf %o serve anywhere or for the better part of his workimg
1ife in oversens posta? (287)

16-18 Will non-members who fail ﬁo apply for membership be utilized
in overseas assiguments t0 an appreciably leasser extent or will
oporgtional requirements contlnue %o largaly predetermins whe
will be sent oversena? {250)

1619 -Uill ‘an @mplayee who 1s not a msuober of the Caresr Staff be
eligivle far overseas assignments? (ul) {58) (289)

17, BmﬁmFITS

17 1 VWhat edvantages would the Gareer Staff of the CIA provide the :
_ employeea? (1) (2) (15) (59) (1a4) (260) (389), (159) (362)

i7-'2 Uhat benefiis are now available and what benefits are plannsd
for the fubture of Caresr S5taff Bambers that will not be availabla
%o the othar CIA employsss? {179) (214) (215}

17= 3 What gpecific benefits will accrue to members of the Career
Staff which ars no% now available to all CIA employees? Won®y
all @mployasa be entvitled to thess benafits whether members of
hﬁs Cavaer & Staff or not? {14) (ll‘&} '

- 2=
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17= & hat oze tha bagic advanboges to be acquired by stoff employees
and ataff ogents as a result of their being selacted for the
Corser Staff? (337)

17= 5 IBxpend on ‘henafits, preferentinl congideration 8tc. What doss an
individunl goin, specifically, by being accepted? {157) (158)

17« & Have benefits or privileges accruing to members of the Carssy
5%aff heen 1led out more specifically thon they are in
25X1 Regulation (95)

25X1

17- % It is provided in paragraph 3a that Career Staff
pargonnsl will be afforded preferential consideration for job
gsecurity and special training ns well as benefite and faocilities
nov or hereafter provided for members of the Careor Staff.? L%
would ba helpful if some more apacific indication wers furnished
as to ths present and anticipated henefits to be derived from °
membership in the Career Staff. (338)

4

17- 8 What ars the benef'its of baecoming a memhar of tho Coreer Staff ,
1.8, vhat specifically is meant by ¥, o preforential congideration
- . . within the froumewerk of applicsble laws®? (200)

17- 9 What advantages would & Career Staff employes hove that a CIA
son-Career Staff employes would not possess? (68) (74) {183)
(303) (355) (382)

17-10 #ill any of the benefits available to Career members bs made
available to persons who have not completed their threexyenr
provisional service? (261)

17-11 W¥hat tangible bencfits will I derive as a merber of the Carcer
Stoff that would not have besn afforded ms as a CIA emploype By

a sound and comprehensive CIA personnel program without a L1
Stafft  (65)

" 17-12 Can the main advantages and liabilitiaes of this progran from the
viewpoint of the individual be briefly gunmariged? (79)

17=13 In sstablishing the Coreer Staff, various iasuances have stated
that ceriein benefits will be avallable to members. DNoes this

imply that such benefits have not been availoble to Agency
employees prior $o the establishment of the Carcer Stafft {302)

=23+
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17-35

17-36
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17-18

17=19

1720

17=21

17-22
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Sol=LeFoli=l,
Por, 3, |staﬁsa in part that *Thoss who fail to
nake spplication o whoze applications ame not ascepted will

contlme $0 possess ths benoafiin accorded to U.S, Govermment
employees by lav®., Doss it follow, therafore, that Coreor
Zmployeer are e8ligihle for bensfits whioh are over and sbove thoss
accorded U.S, Government omployees by law? (308) '

Other than preferential treatment in promotions mud assignments,
does the momber of the Career Staff have other henefits? {325)

Regulation Paragraph 3a, in addition to job sscurity
and special training, mentions "other benefits and facilities”.
What are thees "other benefite and facilities® that will accrus
to Career Staff amployees nnd agents? (381)

Since the Career Service Staff will be far from seleative, what
benefits will there bae which do not exist now? (128)

Will it ba the policy of component Caresr Ssrvice Boards Lo
give preference to Career Staff euployees over non-layeer Staff
employees in matters concerning assignments, promoticns op
training? (203)

Since the benefits on both sides of the fencs pertain only %o
¢verseas employment, should not this program be estoblighed for
wversens people exclueively, as in the Forelgn Service, and
Ilmited to Intelligencs Officers of calibrs and operational
versatility similar to those in the Foreign Service? (345)

Iz 4t not true that most of the benefits and obligations of the
Caresr Staff from the employee standpoini epply tc DB/P
pergonnel rather than to IDfA and DB/I percomnei? (149)

The bensfits accruing %o members are obvicusly thoss benefits

- which any overseas employee is entitled %o under circumstances

epecified. Therefore; what do these benefits have to do with a
Coreer Staff?! 3.e., suppose & non-mamber vwent oversens and wag
killed, maimed or otherwise, and supnose his application for
"membership® had been previocusly rejected, and he were denied
certain benefits when he had undergons considerable hardship,
Would this not justify a very strong and meloderous investigation
via Congresa? (138)

- 1411 hegardous duty pay be included ag one of the bensfits of ths

Coreer Staff programt (207)
.-2),‘@ :
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1724

1725

1726

éﬁﬁaﬁ%—ﬁqﬁm@

&m the intangible b@mﬂtao M@mhr refarred ¢o "as tho desire
to sexve CIA® or ¢he "desire to be affilinted with a group
desiring %o serve CIA%, be furthdr refined ard describsd in terme
of spucific typss of pm:mmm treotomnt @m wildk bo scoorded
membors of the Cercer Stagf? (280)

What spooific tangibles as opposed o suoh intengibles as ‘epirit
of service’ "Belonging?, “Stendirg up to be countsd® ste. aro
contemplated to induce vank end £ile ewployess Go apply fer
menbershipy on the bneis of o positive deslire rethsr then on the
basie of being afraid not %o spply. (254

¥hat bonalits acoruse to theso who dn not wish ¢ Joim the Coresp
Stafg? (263)

Arge thora eny prefevences vhich sre now availsble or ere Shsse
to be devsloped on tho basis of an estebliszhsd institution im
CIA = tho Cavesr Staff - which consists of personnel willing te
perfors any duty, (281)

425

S=E<C-R~E-T
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Hhatmiﬁvebmmﬁtncanacarmsmt‘f xpes
person t {0
bayond those whdeh ascsue to all govermuwnt saployess, 631%9@ ot

Are thers real substantive bomefits availableto

genbera of
ms%ﬁma vhat are thay? If net, Mim?tmt?
thils quostion ag mw;m %m il MW% o
Fereign Service persommel. (33 ‘ exAobng for Stats wate

H i W W o @m LR 1500
individuals who do %ﬁt&agup@m Ige
tholr work interest and edusati oprEnt acoordingiy
excluzicn of othor intorests and gualificats gl

200 emalaments o faverad wer
musbers of the Career Staff am

to ordimary Ci. e Fraated
mm@z:g (&}&mw Status employess? W11 they have the sams

What benefits ape availahl
rig o S@Wl@@é@ CIA employess whe do mob hold

if the la'w mentiomad in
paragraph 33 is the awme 1
gga mentioned in 3¢, izha.. proferential consideration ﬁm §§v§§ the
du@wmm mamlmf 8 an regard to Job ssowity, promotiong; and re-
wres consdng demotions or separations? (340)

Can advantages of balonging to the Career ‘ .
Staff by other
then the vague atatemsnt proferantial mm&dmg@ggﬁ% e

«260s

SEGRET
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18. CLERYCAL

18- 1 Attaclment A w@ CIA Career Coumeil emd the Caveer Services,

: dated 25 Jume 1054, sates e spocial Caveor Serviee for DD/P
Clerical Persommel. Preswmbly clorical porscnuel in other compo-
nente of the Agency will earry the Carcer Service Designetion of
the component to vhich assigned. Thic situation implies preferen-
tinl treatment for DD/P clericals, who will have a much broader
carcer and many more opportunities for trausfer, rotations, re-
asaigument, etc. Why do we not have a separste Career Sevvice for
all Agemcy clorical and thus elinimste & basin for future Triciion
ard discriminating practices? (309)

18- 2 Vhat is the difference botween a "clerical DD/P Career Service
SD-FS" and the caresr progrem of "clerical” persommsl in other
components of the Agency? Example: A typist (x) in DSP/FE be-
longs to the "Clsrical DD/P Career Service" while typist (¥} im
?hem())fﬁc@ of Personmsl belongs to the "Personesl Cereer Sexvice®.

3 ' .

18- 3 Will clerical perscnmsl be included in this or seme other Caveer
Stare? (92)

18- & What adventages will thore be for individuals clussifisd as secre-
taries, clerks, ete. in joining the Cureer Service when obviously
during the foreseeables future these categories will be in such
eritical supply thet they will be offered every enticemsat to
stay with the Agency, regardless of whether or not they ave in
the Caveer Service? (400)

18- 5 Ascuming one must be a G3-7 or above to be eiigible for Carcer
Service, what benefits ave availadle to those, especially in the
clerical field, who are performing in an excellent manner, but
not in the @B-T slot? (262) '

19. CHAUGE OF CAREER DESIGNATION
19- 1. XIf a pereon still hms a Career Service Daesignation t&t is Munde-

tormined”, can he apply for membership in the Carcer Staffs If
8o, vho would approve it? (246) : ‘

19- 2 Par. 4d, states "that other or «dditicnal
grvice Dos ons way bo essigned". Will an additional Service
Designation facilitate the ability of a person to accept assign-

ments betwesn the two Careor Services? (233)

19- 3 May sdditional Service Designations be assigned now? If so, what
conditions pust be met and what procedures must be followed? (108)

| S-E-C~R-E-T
Approved For Release 2003/04/17" TIA-RDP80-01826R000100020001-2



25X1

19- &
19- 5

19- 6

19- 7
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19- 9
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19-12
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How gay af dditionsl Service Designetion be acquired? (104}

It is stated that "an individual =y later hold othar or adfitional
epproprints Service Desigrations". Doss this msen that I can hold,
if qualified, two or wmove Service Designations at m ove timet {73)

Does an additioned Service Designation allov move prosotionsl possi«
bilities “across the bonxrd" beozuse cne is then supphseldily being
"mothered™ by two Csvecr Service Boards? (21)

¥iat 4o ‘thw advantege of an additional Service Desimpation? (20)

In the event of trensfor from one component to another, is the de-
cizion rogarding change of Service Desigration msde by tho infivi.
dual, tho chisfs of mojor cmwmams conearnad or by Cevecr Service
Boardn? (19)

¥hat are the factors vhich delornine vhether an employse is allcwmd
to rotain his previous Sexvice Dasimtim vhsn be is rosssigned to
anothexr component? (18)

If an individenl may later mm othor or additional Ssrvice Designa-
tions, doss that meon that he scquires a nev or edditional Service
Dasignation when ha is reussigned to another ewm@m? (11’)

Attackmsnt A wl:l ahovs %hat "plans” end "oporeticons® sro

Coxeoyr fervices. Axe these truw Coreer Services or are thsy or-

gavizationel components wileh later will bescowms a part of & regu-
lap definable %mm Service? (305)

I novw have been assigoed on incorrect Carecy Desigumotion. How Qid

this come about snd how can I chmmgs it? (271)

20. TRAIRING

20~ 1

Is it contemplated that Carveer Siaff mewborship will be a pre-
requisite for certnin Agency-spomscred training couvsest (38)

What scet of training will be provided for Cavesr Steff mambors
vihich 1 not now avalladble to all employees? (50)

Wil Career Developmsnt Positions still exist for specieliszad
tratning purposes? (129)

Will privileges previously open to qualified CIA exployees, such
as special training, be withheld from perscansl not Joining the
Cazeer Staf?? (2169 (370) (385)

‘ 8—E«C~R—E~ﬁ.’

L Y TR
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2l DISAGRERMENT RE ASSIGIIRNT

2l- 3

A 7

How mary $imes cam an employee turn down an assigament desiy-
ghle from the Agsnsoy’s standpeint but undssirabls fyom his
own before he is diemissed from the Career Staff? (152)

In the sage of an assignmsnt not aceapiable to an employse bub
ruled by the Beard as being compatible with the employ=ols
interests and personal circumslances--what rights of sppesl, if
auy, are provided the employee? Must he accept or resign? HMay
he resign withound projudice? (281) (206) (292) (368)

What kind of procedurc is set wp for eliminating porsons refuse
ing assigmeente? (89)

Doos the individue)l have any veto on the Yany job, amy where,
any time” provision? (83)

T a .mmber of the Career Staff should rcfuse sn oversess assigy

mon, wvhat would be the reselt with regard to his mewdership in

-ghe gamer Staff and vetention by the Agency? (66} (99) (146)
A7

If an inowshent is unable to travel with his family, due $o illness,
and doos wish to Joim the Cearear Staff, ars his job sshention
rights in jeopardy? If the inpwbent is willing te travel (ex-
cluding family) ean the twe (2) year duty be shortemsd? (267)

Who will determine "full consideration given their particuler
gapabilities, interssts and persomal circumstances® as far z2s the
Career Steff obligation o "serve anywhere, do anything® is con-
cerned? (188) .

Is it anticipated that a register for available positions will be
egstablished, with qualifications required for these aveailable posi-
tions listed in order that Cavesr Service employees could mske

formal appiication for a given position at any time and thus compete
on an Agensy-wide basis for positions which might provide opportunity
and more interesting assigmerta? (LO1)

Vhat heppens if a nonemambexr of the Staff iz solicited for em overe
geas tour and he refuses? (201)

«30e
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A-13

21-1h

€018

SEC-REL

If an individuel fsels that his perscnal eircunstances aps pPro=
kibitive and the Agenty feels thal they ere not, but the individual
rofuses to acospd the partieular asgigmaent, will this deciaion
have an(ggwme effect vpon his status as a mowber of the Carecy
Staff?

If sn individuel fesls that his personsl circumstsnces are prg=
hibitive and the Agensy foels that they are nol o bb the individeal
Tefuses %o acoept the parbicular assigument » Will this decision hawe
an advarse effeet upon the normmal progress snd corecyr dswalopmant of
the Individual in the Agomey? (5) '

Dees the prerogative to deside whether "personsd éi&cnmtmm” e
hibit the acceptance of a particuler overscss asgigmment reside with
the individual or the Agemsy? (L)

What mothod will be used %o rotate perscnmel out of Headqusrters
slobs if the employse is wmwilling, or for personal reascns unable,
%o acospht an overseas tour of dubty? (2%0)

How is onc o know vhat choloes of countries, gtations, end positions
exiat? (62)

Whot prosedure is used to "enfores" rotation in best interest of
Agsmoy bub personally unacospbable to individwal? (167)

I00R OF IOTY

8% 1

22~ 2

2= 3

Bow can the Chairman of the appropriate Career Sewrvice Board plen
for rotation of an employes as directed by |pare, 34 when
Headquarters slots are not handled on a tour of duby basis (1.0,
specific length of t4ma)? (269) |

T there or 1s 4t the intention to establish in the nosy future
an Agemoy-wide pelicy for overseas tours of duty? (278) {339

¥Wiil the CIA Career Staff operate, generally, along the lines ef
the State Department’s Wriston Report as rsgeids overssas assigne
rRiks, do@o, will sversess personnsl have regalar tours of duty in
headqarters, and will headquarters perscnnel, both DD/P and non-
DD/F, have the cppertunity for overseas experience? (106)
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FEEEL

GAREER DEVELOPMENT OF JUNIR PERSQNIEL AND JUNTOR P¥ICE TRAINING PROGRAN

23= 1

2= 2

3-3

23 4

23= 5

23- 6

23 7

R3- 8

23- 9

23-10

Is 1t correst to assume that the "Program for Career
of Junior Personmel" is o will bacome an *Elite Corps" wi ﬂ:t
Agenay Career Service Progrem? (306) (346) |

Is the objeotive of the Program for Career Dsvelopment of Junioar
Persomel primarily to develop junior persomnel for exscutive amd
supervisery positions or is ittowhance the progressive development
of his specialized akills and qualifications in order that he can bs
used more effectively by his compenent? _ (295)

Gan persons vho are mesbers of the Jumdor Officer Treiming Program
s it

_be members of the Caresr Staff at the same time? (90)

1 trus that only Career 8tafl members will be eligible to ake
part in the Junior Offioer Career Develepment Program as cutlined
in| | (212}

.HmamuwuwamwmwswﬂMhMm

for Jandor Officer Training? (234)

Must the person whp 1s seleoted for the Junior Carasr Developren
Progrem bo taken back at the conclusion of the two or three years
ty his origiml Caresr Service? (134)

Hill there be any uniform policy en replacements w
scmoone is in the lunior Ceresr wmwmm? @ms}m
Rammtiammr@ammiainmmzw
tbcmmwuwammlg will the offios have to

assure employment for both the sant and the L.
, . A (23 returning Junior
After the selected for a Junior Career Devalopment position

goes off OIR T/0, who will overses his sontimed rotatien in
conformance with lds writien and spproved earveesr Plang 1.e. considering

persomel ceiling, will there be provision mads
to“gaintbeconagrm'ormaafﬁcgwhickis.Monthegﬁrmﬁs

What chammels and procedures will be employed for prowotion actions

undorthc cmer Revelopment of Junior Persomnel Frogram? (130)

-3l
Sl BB
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Why is there a JOT if there ia no asmurence of advancement
to the participants? (390)

Will the nev group Iife and group Heelth insurante be made epplicabi
W«ggrqmm:mmmwmw mg *

T : o
o:ﬂgr;mpwrnunm:' (afﬁ?w€g;§m to be valid during Agemay servioe

Why doss the matier of Government Employess Health Asscoiation enter
into this discussion of Carosr Service? Are not the new insurance
policies available to all? (365) |

wcnmhpﬂig;quMMth;WMﬁgMQ
insurence poli pas Congress or will sormel 1imited
tytbmmoimpmm (386) pex ‘

Does the Agenoy life insurance policy have the extremely importent
olzuse contained in the Adminlstration policy that employes ean
omﬁmmumuagrimmciﬁmummmlmm
Qovermwent employment? (387 ,

Hintbumorthoﬁma,nteinmmmﬁha the Admini
tion life inmurance? (3¢8) . _mu stre

If an employes does contime in employment after rejection hy the
Caresr Service Counmsil, will he bs allowed to perticipste in the
OEHA plan? (294) ’ =

32w
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CABEER PLARNING

25~ 1 What is the meaning of "just and equitable attention will be
sccorded my personal progresa®? (13)

25> 2 In order to cerry out the concept of the Career Service, long-
term career planning sesms to be & necessity. What steps are
contemplated to carry out this type of planning? (211)

25- 3 Will thers be an cpportunity for Career Staff employses to actively
partioipate in the planning of their Agenoy career? (344)

25- 4 V¥1ill the present forty Caresr Development Positions be reserved
for thome over thirty-five yeers of age or over grade 08-121 (235)

NILITARY ROLE

26= 1 What policy has been set up for tho guidance of careers for those
staff ouployoes who assume & military rolo for carser purposea?{279

26~ 2 ¥ill a military person detailed by his persnt segvice to the Agenoy

have to complete an additional three-year provisional peried if
he wishes to civilianise? (212)

26- 3 In what way does an application for mborihip on the Carsor Staff
affect membership in the U,8, Army Reserve Corps? (116)

SEPARATION, SELECTION OUT AND RESIGNATION

27- 1 Would the same Selection Board and Rxamining Panol system operate
in selection-out of the Carser Service? (88)

27~ 2 What provieion is made for the expulsion of & mombor from the
Cereer Staff for reasons other than his leaving the Agency? (259)

27> 3 ¥hat mechanion is contemplated to purge tho Career Servioce of
exployees no longer considered worthy of menbership, 1.8, the
gray ares in between Carser Staff membership and outright ter-

mination? (36)

27- & Would rejection of an spplication for membership in the Career
Staf? be automatioc grounds for sepavngion from the Agemcy? (80)

33
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Vhat circumatances might be mm: for rejection from the Carcer
Staff and not separation from the Agency? (81) ’

Can an amployee who has not yet completed the three years of
"provisional® service expsct reassigmment, dismissal or exclusion
from preferences accordsd to members of the Career Staff? (51)

Isn’t a meober of the Staff free to leave the Tonever hs
vishes bud without pregutice! (59) (360) (3at > "

vgxzt.mr&m%mmumtumm
sppeal doss have the Boaxd’s findings do NOT agres
with his requess? (277) :

What is meant by "wnwual circumstances® in the case where the
Career Service Board will NO? consider an spplication for withe
drawel from the Carver Sorvice? Doesn’t this imply that if an
individual wishes to resign from the Career Service, he must
resign from CIA? (176)

If a member of the Career Staff resigns and is later rehired. 1
he automatically restored to the Ceveer Staff! (32) >

Sclel-B-B-
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WISCELLANEOUS AND GENERAL

2= 1

23 2

20 3

23 L

28 5

28 6
28 7

' 28- 8

28- 9

28-12

Can dissemination be made o o1l anployoes of CIA in formal written
fashion of o transeript of the pivoesdings of the Caresr Servige Goue
fersnge which will include statoments of the problems presented emd
answers made by the DCX and the DDUI concerning the Mimportant meas-
ures” which significently affect 2l employees of CIA and which

impledient the Agency's persomnel program? (111)

What precavtions are teksn to avold posaibility of prejudise,
questionsble imtegrity and poesible dishonesty in such a gystem
which would eventually be disastrozs to merale? (167)

Is not acceptanee of mmb@ﬁjhﬁ.p in the Cavesr Staff a moans of
throatening arployse with a Devil's Islend assignment Lo
political, dIsciplinary or purely arbitrary ressons? {(1h3)

Is the Agency holding anything beck with respect to this program,
o is 12;1?3;@ completely frauk and open as Yo purpeses, objectives,
otio? 3

A connise definition of Stalf Employoes and Staff fgents, What are
the differences betwaen each? (wo§ {391)

Define “supervisert, (260)

Do "supervisor® and "reviswing official® meun what they say, cr ia
this &ubject to interprotation by Office or DNivision heads? (2.6l)

Who rates the rsters, or, wash is the eommon demminster? (162)

May not experience with the Agensy substitulte for Bachelorls degree?
= = Or, iz his only for the "Harvard set®? (169)

In connootion with stating that we wish to bsoome a part of the
Agenoy in fifiliing i%s mission, are we given a statement of what
ths Agenoy®s mission is that we wich o assist in fulfi1ling? (87)

Iz there a pre-debermined allecalion within sach calegery of assign-
momby @.g., analysts oxr classificatiion persomnel for each career
deaignation? If se, i3 there am additional allocation o varicus
diviaions? (3105) -

¢

Will thsre be differemt Corecr development programs o reflect the
differences between DD/I and DU/P work? (372)

35
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2813 It appears to me that overt side people get the short end of the
" stick on overseas assigmments anyway, and the Career Staff comcept
is to get them to take the gons bad assignmentas that DD,
admin. people don't want, (146)

25X1 -1y Why was OIA Regulation Yo, "The Career Staff of the
- Central Intelligense Agency,” staffed and coordinated without
the opportunity for the o\m?.mry sonourrence or coments by
office heads? (198)

28-15 Does the Career Service include a career program as such? (S1)

‘ 28<16 the definition of the Career Staff (in Regulation
25X1 Paragrq(:g egsl.) differ from the definition of present-day

26<17 How oan you legitimately and homestly hold back the offests or
. benefits of good personnel. programs from any employee in the
Agency based principally on membership in the Career Staff?
Is this good administration? (383)

v 28<18 With regaxd to Honmor Awards, must we parsphrase military terminology,

especially in the case of the Distinguished Inteliigense Medal (DIM)?
I suggest a distinotive set of terms, such as,

Ordeyr of Distinguished Service _

Medal of Distinctinn

Meritorious Service Star

Meritorioue Service Madal
These can, moreover, be used as titles in circumstansces when it
mﬁ;.d not be appropriate for the word "intelligemse" to appear.

28419 Is the establishment of a Career Service Staff an effort to control
the mumber of resignations, over and sbove the contrel which would
be exsroised by investigation of the conditions which caused past
resignations? (376)

28«20 It is felt that there is conflict of procedure and definitely con-
flict of tenor between para. 3d under Policy snd 7a (2) under Pro-
cedures., In the fermer paragraph the employse must make formal
application, in the latter; the employee is notified when to make
formal application and if he does not care to make spplicabtion, why
not? It is belisved that the essence of the precedure should be to
establish the Career Staff as an organization to which people will
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- undesirable features in the Career

Approved Ref Release 2003/04/17 : CIA-RDP80-01g26R000100020001-2

SwELaR-E-T

-E G e G Gly .

aspire to join thereby making it a common understanding of the
neceasary regulations and qualifying attributes one must possess,
Baving reached such a point, the employes would not need goading
such as notifiocation but would be motivated to join by reason of
successful acconplishment of the necessary prerequisites. To ask
an employes "why he does not desire to besome a member of the
Caxeer Staff" is a negative feature and not nearly as productive as
iy doss he wish to become a member of the Caveer Staff®, More-
over, it is in a mamer of gpeaking, admitting the possibility of
Statr forwula, (189)

Will FS actions received by verious staffs be reviewed prior to
adoption(bﬁsgn across-the-board committee composed of GS-12 and
below?

Ia the Career Staff designed to be a rationale for requesting
oertain special benefits from Congress? Would the Agenmsy, for
example, request "Foreign Service home leave" for only members
of the Cayeer Staff? (282) S

What impaot will future Career Board operations have en a given
?;lagc)th Chief discharging his personnel management responsibilities?

The first year of component Career Board operation saw them develop
in the direction of an operationel activity wherein they aoctuslly

reviswed individual personnel actions, which in turn, took a lot of
exscutive time as well as requiring additional olerical and admini-
strative support, In the future, will the Caresr Boards get out of

the operationsl business and devote their time principally to monitor-

ing the component®s persomnel program and advising the Caresr Ser-
vioe Head on its functioning. (310)

This program appears o be almed at employees with over three
years® service. What is being done to reduce turnover ef amployees
with less than three years® service and encourage them to make CIA
a career? (351) :

It is factual that a scientist reseives compensation beyond a

nere pay check from the acclaim and recognition of his fellow

scientists. The ancmymity required by CIA precludes this. What

ztep§ are considered to supplent the loss of such an intangible?
2 '

3T
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Why are various incentives, such as insurance; held cut to CIA

employees to make them want to beocome a part of a Career Staff?
Isn't this a type of bribery to motivate employees when in ao-

tual practice such benefits should be & part of an enlightenead

personnel poldcy? (3h49)

How will fiecld persomnel (staff -g;mn and staff agents) be
selected for the Career Staff? (249)

Is the Career Staff an effort to give a type of "Foreign Service®
dignity to the operations of CIA? (285)

Recognising the potentially broad base of the Career Staff, even
in temms of current eligibles, will the gcceptance of an applica=
tion into the Staff have much effesct in causing an individual %o
feel he is among a select group? (283)

How will the problem of releasing & Career Staff member for train-
ing or rotation as compared with utilizing his wilentson the job
be resolved? (107) ‘

In order to release Career Staff members for rotation, will each
Office have a "development guota” as it were, or will it be expected
to have, say, one individual per division fdeveloping® during sny
given period of time? (108)

What consideration is being given to shortening the processing
period which now runs three to six months, in order that prespec-
tive employees do not become discouraged and/or take jobs with
industry which become so financially attractive that they have
no desire to leave their "temporary™ employmemt: (273)

What are the many restrictions necessarily placed upon me by
virtue of the security requirements? {(11)

Since the idea of an "elite corps" is unacceptable, and since
eventually most CIA personnel will be included in the "Career
Staff", why have a separate designation? Why not have a contimuing
sound personnel policy for all? (122)

Thousands of individusls have been working in CIA with the under-
gtanding that their work is a cereer in intelligense ¥hy is it ne-
cessary to have a paper=created mechanism called a Career Staff to
make individuals better CIA employees? (348)

~36
S-E-C-R-E-T

Approved For Release 2003/04/17 : CIA-RDP80-01826R000100020001-2



28-37

20-38

26-39
#8-lo
8-
Bl2

26-liky

847

Approved MRelease 2003/04/17 : CIA-RDP80-01828R000100020001-2

S-E-C-R-E-T

The fact that individuals made personal application, were
thoroughly examined, soreened, investigated, etc., attests
to their desire to work with and in OIA, Why is 1% necessary
to differentiate furthexr? (55)

Why is it oonsidered necesssry to subject employees who have
been serving the Agency conscient and with dedication to
the soresning procedures outlined in (296)

l(l;;a;bcs the exist®noe of a Career Staff benefit the Agency?

is the Agenoy attempting to establish a Career Staf¥?
(o) (209) (299)

What advantages does the program offer over the present system?
(60) (299) o

0f what value is a Career Service Staff when it will include
practically all employees who have served three years in the
Agency successfully? (127)

What ends is the Agemoy expecting to achieve by securing appli-
cations for membership that eould not be ashieved within the
existing organization without the Career Staffr (148)

What problems based on past experience can the Careay Service
Program solve? (20)

Will the Career Staff oreste an esprit de corps not already
inherent in an intelligemce mission? (26k)

What benefit does the Agency get from all this? A signed
statement to hold over th¢ heads of employses to coerse them
into going where they do not wish to go? Surely mobody is

naive encugh to belleve that employees will sign their futures
over to the Agenoy. Everyone will work here so long as it is to
their advantage to do so (likes work, likes money, has spirit of
service, ete:) (1L1)

Why should the Agency, which is primarily a civilian Agency, de-

mand an all-sncompassing statement of commitmernt from an individusl
which in scope implies far greater commitment than is generally the

polioy of the military service? (395) -
3G
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